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Introduction

The repo - that follows was initiated and commissioned

by the Secretary of the Maryland Department of Employment and

Training, Dr. Brent Johnson, and the Job Service Committee,

chaired by Mr. Leslie Meil, of the Maryland Governor s

Employment and Training Council. It has been financed by

a grant from the Maryland Department of Employment and

Training (DET) to the Maryland Institute for Policy Analysis

and Research (MIPAR) at the University of Maryland Baltimore

County. Its purpbse is to serve as a beginning point as well

as a blueprint for organization self-renewal.

On the face of it, one might wonder why the DET, in only

its second year of operation, should be concerned at its

youthful age with organizational self-renewal. In fact,

however, like many newly organized agencies, the Maryland DET

was only partially new, having been created through the

combining of several pre-existing, formerly separate organi-

zations. Among the most venerable parts of the new Depart-

ment was the approximately 315 person Maryland State Employ-

ment Service (Job Service ), which is the focus of this

report.

Having originated in the 1930's, the State Employment

Service is designed to serve as a critical link between

Maryland's employment seeking citizens and its employer

community. While it is a very substantial organization in

itself, with a fiscal 1984 budget of $11,000,000, for much of



its recent history it has been an organization which has

stood in the shadows of other organizations. Until two years

ago, and the creation of the Maryland DET, the Employment

Service, as well as most of the state's employment and

ti-aining activities was located within the Maryland Depart-

ment of Human Resources (DHR), where their activities

represented only a very small, and often ignored, portion of

the budget and the personnel of that large state agency.

Removal of the Employment Service from the DHR and its

integration into the new DET served only partially to move it

out from under the shadows of a dominating and inhibiting

organizational superstructure. Even within the organization-

al framework of the new DET, the Employment Service has

remained as the often overlooked junior partner in a partial-

ly intertwined, partially independent, dual organizational

structure with the state's unemployment insurance system.

While there appears to have been some benefits to these

organizational arrangements, there nave been many unfortu-

nate, unintended consequences. Among these have been a

seeming blurring of the mission and purposes of the Employ-

ment Service, an inability to obtain needed resources and to

use extant ones most effectively. Perhaps the most harmful

consequence of these circumstances, however, has been the

fact that the Employment Service has been so overshadowed

organizationally that it has often been overlooked by the top

leadership of the agencies of which over the years it has
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The result is an organization that has suffered

bti inv---rnally and externally in its public image due to a

17-k of 4-eadership interest in it and its activities.

7:ie unfortunate consequences of that absence of interest

tzhe years of neglect will be readily evident to the

ri.&der of this report. The portrait that is painted here is

one of a state Job Service that is in need of increased

attention and improved management as well as significant

program revitalization. None of this will come as a surprise

to the staff of the Employment Service. Indeed, it is they

who have provided the majority of the, information that is to

be found in this report and have identified, for the research

team, the most serious of the problems that must be ad-

dressed.

Having indicated that there is much to be done, it is

very important to keep in mind that a great deal has been

accomplished in the past two years. Significant steps have

been taken to introduce new automated data processing

capabilities into the everyday operations of the Job Ser-

vice. While salaries continue to lag behind those of

comparable organizations, DET's top leadership worked hard to

bring about a substantial salary increase for all employees

during this past year. At the direction of the Secretary of

DET, a "Job Service Revitalization Plan" has been developed.

Early drafts of this report on the Job Service were made
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available to DET staff for their review in the development of

the Revitalization Plan.

New staff training programs and the initiation of a

computerized job and skill matching system are among other

notable and needed recent initiatives. Indeed, when fully

implemented, these efforts should put the Maryland Job

Service well ahead of most other states in these areas of

a.ntivity. Finally, this report on the organization and

activities of the Maryland Employment Service represents yet

another step by the Department's leadership to explore ways

to build a better Job Service. Throughout this process, the

Job Service Committee of the Governor's Employment and

Training Council has been a source of ideas and suggestions

as well as an encouraging advocate of the Department's

efforts.

The timing of this report, and these renewal efforts in

general, are particularly fortuitous. It was 51 years ago

that the Congress approved the Wagner_Pey:ser Act, thus

creating the Federally funded, state administered public

Employment Service. The purpose of the public Employment

SerVice, then, as now, was to assist the nations's unemployed

in finding employment, preferably in the private sector. Two

years after it enacted Wagner-Peyser, the Congress approved

the Social Security Act of 1935. This landmark legislation

both set up the nation's unemployment insurance system

(UI) and mandated that all UI recipients must register
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for and seek employment through the Employment Service. In

the period from 1935 to 1980, the Federally mandated func-

tions of the Employment Service continued to expand and now,

not only are several specialized programs administered by the

Employment Service, but many participants in other Federal

programs must register with their local Employment Service

offices. Thus the roles and the activities of the Employ-

ment Service have grown substantially over time.

As the functions àf the U.S. Employment Service have

expanded, the organizational, administrative, and economic

environment in which it operates has also changed. The

decline of the traditional smoke-stack industries, the growth

of both new high technology and established Service occupa-

tions, and the emergence in this country over the past

several decades of a growing body of hard-core disadvantaged

citizens who have great difficulty in competing in the

priva,m economy have all affected the Employment Service and

its operations. Moreover, during the past three years, the

organization of the U.S. Employment Service, as it is struc-

tured by Federal legislation and policy, has changed signifi-

cantly.

Not only has the Wagner-Peyser Act been amended by the

Congress, but in addition, the Job Training Partnership Act

(JTPA), which Congress enacted in 1981, includes a number of

provisions that affect the operation of the U.S. Employment

Service. Furthermore, in keeping with the general goal of



the Reagan Administration to lessen Federal involvement in

state and local government's activities, Federal oversight of

and technical assistance to the state agencies administering

Employment Service programs has decreased significantly. One

prominent manifestation of this is seen in the fact that the

number of Federal employees responsible for administering the

Employment Service at the Washington office of the Department

of Labor has declined from about 300 to 50.

Within the State of Maryland, the environment in which

the Employment Service functions has been no less in flux

than has been the case nationally. The impact of both

declining traditional heavy industry and rapidly expanding

high technology has been felt dramatically within the State.

Unemployment figures have risen and fallen with remarkable

speed, and yet they still remain significant. Adding to this

state of flux, the Maryland General Assembly, at its 1983

session, established the Maryland Jobs Training Partnership

Act and the Governor's Employment and Training Council and

created the Maryland Department of Employment and Training.

It was within this broader context that, during the

summer of 1984, the Maryland Department of Employment and

Training.and the Governor's Employment and Training Council

(GETC) of the State of Maryland entered into a contract

with the Maryland Institute for Policy Analysis and Research

at the University of Maryland Baltimore County to undertake a

study of the organization and operations of the Maryland



State Job Service. As it was initially designed, this

study involved carrying out the following tasks:

Task I. Desc thin and assessin the se vices
rovided b the Job Service.

Task II. cr1binqi assessin the cl.gree of
coordination that exists between the Job
Service and other related agencies and
organizations.

Task III. Assessing the degree to which current Job
Service activities are con ruent with and
driven by Federal mandates.

Task IV. Assessing employers' _perceptions of the
activities of the Job Service.

Task V. Obtainjng a better understandiq of what
other states are aoin with their state
Job Service.

Task VI. Assessing
options for the Maryland Job Service.

What follows is the final report of this study of the

S ate Job Service by the Maryland Institute for Policy

Analysis and Research. As the reader will observe, the

material presented in Part I includes an extended discussion

of our findings with regard to Task I. This section iS

based upon observations made during the course of site

visits of two to foUr days

atmore project staff members

in duration conducted hy one or

six Employment Service offices

located around the State of Maryland. Briefer visits have

been made to several other Offices. Task II, describing and

assessing coordination between the Employment Service and

other related agencies is dealt with in Part II. It is

based both on observations and interviews carried out at Job
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Service offices and nine of the State-s ten JTPA Service

Delivery Area agencies. Task III, examining Federal man-

dates, is briefly dealt with at different points in the

material in Part I which describes our assessment of the

services currently being provided by the Job Service. We also

deal with this in more depth in Part III of this report.

Task IV was expanded from a survey of a sample of 100 to

a sample of 500 employers. The results were based on

responses received and are reported in Part IV. The reader

will find in Part V a report on the data collected in the

course of a survey of job seeking clients' attitudes and

observations regarding the functioning of the Employment

Service. Part VI of this report focuses on a particular area

of concern to both the leadership of DET and this research

team - the adequacy of the Job Service Salary structure.

Task V, an assessMent of the way in which the Employment

Service functions in other selected places, is dealt with in

Part VII. Task VI, the laying out of organization and policy

options for the Maryland State Employment Service, is found

in Part VIII of this report.

The staff of the Maryland Institute for Policy Analysis

and Research has been greatly assisted by several individuals

in the conduct of the research that is being presented in

this report. Brent Johnson, DET's Secretary, and Leslie Meil

and the members of the GETC Job Service Committee have been

totally supportive and have provided many valuable insights.



James Callahan, the DET's Assistant Secretary for Employment

and Training has been the model of what an effective project

officer should be - encouraging, a source of excellent ideas

and totally uno trusive in the conduct of the research.

George Merrill, who throughout the duration of this project

served as the Executive Director of the Governor's Employment

and Training Council, demonstrated a real commitment helpiag

to make this effort possible

leadership has made it feasible

avoid more than a few pitfalls.

of the State Employment Service,

and through his skillful

for the research team to

Stuart Douglas, the Director

has shown both leadership as

well as commitment to the organization he heads. Aware as he

was that a study of this sort would inevitably focus more on

the problem areas than successes, he could have impeded it;

instead, he facilitated it with his support and encourage-

ment. On a number of occasions, Gary Moore, of the GETC

staff, has provided the research staff with delightfully good

humored assistance.

Most of all, the research team is indebted to the staff

of the Employment Service. They are a dedicated and hard-

working group of individuals. They are very aware of their

organizational strengths as well as of the problems that have

been created as a consequence of more than a few years of

organizational neglect, benign and otherwise. If this report

serves as a vehicle to call official attention to the long

frustration and the plight of the organization within which
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they struggle to work effectively, then it will have achieved

its purpose.
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Review and

essment of Job Service Ac ivi ies

The primary purpose of the Maryland State Employment

Service (Job Service) is to provide employment placement

activities for both individual clients who have registered

with the Job Service and those employers who have listed job

vacancies with the Service. The Job Service is administered

by the Maryland Department of Employment and Training through

a system of 27 local offices located in cities and towns

throughout the State. These local offices are organized into

five separate regional divisions. Each region is headed by a

regional administrator whose responsibilities include the

facilitation of communication between the Department's

central office staff, and the managers at each local office.

Job Service performance is measured at the local level

through an accounting of new applications for employment and

renewals, job openings received from employers and the

placement of clients in jobs or training. Local Employment

Service offices provide the following services to job

applicants: referral td jobs, employment counseling,

testing, referral to various support services including

training, eligibility review for Targeted Job Tax Credit

(TJTC), special services to veterans and other special

populations, inter- and intrastate clearance, job search

workshop sessions, and other activities. For employers

11
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utilizing the Job Service, local offices provide the follow-

ing services: receipt and posting of job openings (job

orders), provision of special testing when and where re-

quested by employers (such as for clerical skills or motor

coordination), conducting on-site placement activities for

employers, encouragement of employment use and input via the

local Job Service Employer Committee, and coordinating

certain other related activities as request d by given

employers.

Physical Facilities and Environment

The Job Service in Maryland, as in other states, is all

too frequently perceived as an agency of last resort by both

employers and job seekers. One significant reason for that

is to be found in the

facilities. During

has been paid to the

physical appearance of many of its

the past two years increased attention

physical appearance of the offices.

Nevertheless, some offices, especially those in the larger

metropolitan areas, range in appearance from unattractive to

dismally depressing. Equally disturbing is the sheer size of

some of the Job Service offices. In major metropolitan

areas, thee offices are quite large and made to appear even

more so because they are, as is the case throughout the

State, co-located with the Unemployment Insurance offices.

The result is the image of large, impersonal waiting rooms,

long lines, even longer waits for service, and, whether

accurate or not, a cold and unresponsive bureaucracy.

12



No one is more aware of this, sensitive to it, or more

profoundly affected by it than the staff and the clients of

the Employment Service. The location and physical appearance

of Job Service facilities are frequently mentioned concerns

of the managers and staff of these offices. Local office

location sites vary from isolated buildings locaed on the

fringe of a downtown area to modern facilities that in some

cases are co-located with other government offices or found

near or within a shopping center. Offices located in more

modern buildings tend to have a more streamlined and newer

appearance. In those cases, the furniture mostly matches,

the cubicles or walls are mostly neat and uniform, the carpet

on the floor and the walls are reasonably clean, and the

lighted space provides a desired open look. In contrast, the

clutter of some job servi,:es offices, particularly those in

large population areas, combined with the hodge-podge of

furniture and makeshift walls and cubicles, suggests an

atmosphere of gloom and lack of organization that is counter-

productive to effective functioning - both for applicants and

employers, as well as for the employees of these offices

themselves. At least one office manager commented to an

interviewer that they did not wish to bring employers into

the office because -f its obvious lack of professional

atmosphere.

Not all Job Service offices have adequate facilities to

provide separate rooms where job search w rkshops, Job

13



Service testing cmsof applicants, and office-site recruitment

can occur. Additic=nally, there is a significant need for

more space in =mate offices to maintain job information

microfiche readen or job information boards. It is not

obvious in someofff the more cramped and jumbled offices that

these important farlaCi1ities exist and are available and, in

fact, they may na e. The appearance of Job Service offices

is obviously an igz;ortant consideration in the upgrading of

the image of theJamD Service. If it is to be perceived as an

agency equipped t handle professionally run labor market

exchange activities= and not just as an afterthought, ad-hoc

extension of the UrLxernploystent Insurance Office (with which,

in all but one inst-zance the Job Service is co-located), then

significant upgradi=_ng and changing of facilities, particular-

ly in the more popu.lous areas of the state, will be required.

anization and S affin

Each office msaintains an organizational chart detailing

the primary dutiescx& its staff. The size of the staff, and

as a consequencettte complexity of the organization, varies

dramatically frmmcc=MmUnity to community, with, in general,

larger offices beirang located in more densely populated

areas. Most offic=5 contain one or more persons in an

applicant services unit and one or more persons in an

employer services uri. Additionally, at least one staff

person is designatct as either the Local Veterans Employee

Representative (LVEEM or Disabled Veterans Outreach Represen-

14
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tative (DVOPS) and is responsible only for the veteran

population that registers with the Job Service. Organiza-

tional variation among the offices surveyed is attributable

to the management style of the office manager, the size and

workload of the offices, the designated categories of

workers, and the staff vacancies hich in some instances

were significant within each office.

In almost all offices surveyed, most staff have a

variety of duties to perform, even though each person may

have primary responsibility for one specific task. For

example, an applicant interviewer may also have responsibili-

ty for doing clerical data entry of information, rectifying

of data printouts returned from central office, answering the

phone and taking job orders from employers, assisting with

eligibility determinations for Targeted Jobs Tax Credit

(TJTC), and providing counseling assistance. One office

surveyed was primarily organized according to tasks performed

rather than by area of responsibility. This same office,

however, was overburdened with ES trainees and has few higher

rated interviewers. Another office, in contrast, has clearly

delineated applicant service, employer service, and counsel-

ing units. The employees are responsible for spending the

majority of their time in primary tasks and only do other

tasks when and if there is time. Yet a third office visited

was large enough to need three persons at the supervisory

level, each one with primary, but not exclusive, responsi-

15



bility for job order searches within specified DOT codes.

Clearly, there is much variation in the organization of local

ob Service offices. While this is quite necessary under the

circumstances, it does contribute the difficulty which

senior management has traditionally had in ensuring an

adequate and uniform quality of services.

One organizational problem upon which all offices agree

is that the very extensive record keeping tasks have produced

a need for increased levels of clerical and similar support

staff. The data entry tasks are continuous and at times

overwhelming. In at least one office, an interviewer

functions in a secretarial capacity and in another there is

no secretary for even the office manager. In yet another

office, an office supervisor spends several hours a week

keeping current the justification of computer-generated

information with office records and correcting clerical

errors. In several instances it appeared that the combina-

tion of major data collection and record keeping requirements

and a lack of clerical staff significantly affected the

overall organizational and work pattern of the offices.

Each of the offices is headed by a manager who oversees

both Employment Service and UI activities. Several of the

larger offices also have a supervisor for unemployment

insurance personnel and one for job service personnel.

Smaller offices may have "lead workers" who function in a

similar capacity to the supervisory personnel in the larger

16



offices. In the mid-size offices, the lead worker would be

in charge of a particular unit such as the employer services

unit or the applicant services unit. In some offices, the

lead worker would be responsible for the supervision of

several other persons, but they may not be designated as

responsible for a single unit within the of ice. In addi-

tion, each of the offices may have personnel designated as

ES-Is through ES-IVs ES trainees, counselors (ranked I or

II), Veterans representatives, and Employer Service Represen-

tatives (ESRs). The staffing patterns vary considerably from

office to office. Some offices have no counselor, designated

or not. Some are lacking a designated ESR. These gaps in

staffing are seen by the staff themselves as detrimental to

the effective functioning of the Job Service and produce

frustration among current staff since each office is held

accountable for providing these services.

Many of the staff in the local offices have been with

the Job Service for a long time. In each office surveyed,

the manager was a long-time employee of DET, although nOt all

had been exclusively with the Job Service. Many staff

members had come up the ladder through other agencies within

the Maryland State Government system, or other units with

DET. Thus, some were more aware of and dedicated to Job

Service activities than others. Managerial style appeared to

be an important component to the successful functioning of

the offices. Where the management style seemed more profes-

17



sional, the office appeared to function more efficiently.

The presence of a more casual management style appeared to

lead some employees to complain about the lack of direction

and firmness of purpose within the office.

Organizational performance and staffing is also affected

by the necessity to fulfill obligations that are not routine

Job Service functions. For example, at certain times of the

year there is a need for additional staff to accommodate the

demands of agricultural employers and employees. This need

arises due to the Federal government regulations regarding

hiring practices related to this special population. At one

affected office several, albeit temporary, staff had been

hired in order to handle increased workload in this area,

causing resentment on the part of staff that felt routinely

overloaded. Another example of such staffing strain can be

seen in the push to implement the Emergency Veterans Job

Training Act (EVJTA). In several offices, veterans' person-

nel were pulled out of local offices in order to facilitate

the central office operations directing the effort to comply

with the EVJTA. Such staffing changes, often required on

short notice, would, in some cases, have little impact. In

this situation it can have the impact of making demoralized

staff even more so. Additionally, in the past, staff has

often been pulled from office duties for training or other

administrative concerns, and there has been no mechanism to

18
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provide a replacement person so that steady work could

continue.

Four further obs-rvations related to the staffing of

offices need to be noted. Both managerial and employee staff

have voiced frustration and dismay over what they view as the

lack of mobility within the career structure of the Job

Service. They see little room for advancement, and what

there is appears to them to take an inordinate amount of time

to achieve. Second, there is an evident lack of adequate

opportunity for professional training to facilitate not only

career movement, but the adequate performance of routine

responsibilities. Third, people are sometimes performing

staff functions without the appropriate title or recompense.

Fourth, managers report frustration with their inability to

do their own hiring and firing. They feel this process is

out of their hands and weakens their control over their

staff.

Job Service Operations

NewAppljcations and Renewals

The job applications process is handled by the ES

interviewers. Veterans are handled by specially des gnated

staff persons, who are themselves veterans. There are no

special qualifications to become an interviewer, and thus

anyone who can fulfill minimum employment eligibility

requirements can become an interviewer. Obviously, some

become better at the process than others. When applicants

19
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come to the Job Service office, they can be seen by anyone

who is free. Currently, no offices are run by appointment.

Many persons were observed performing the interviewing

process and very great variation in interest, capability, and

approach among them was noted by the research staff.

After registering with a central desk, an applicant will

wait for varying periods of time, sometimes a half hour or

more, depending on the degree to which the staff-is occu-

pied. The applicant fills out a form detailing certain

catalog information about his/her previous job experiences.

When called (and in some offices this is by number rather

than name, adding to the coldness ), the applicant then meets

with an individual interviewer. At this point, the inter-

viewer assesses the employment area (DOT code) in which the

applicant should be placed in terms of their previous job

experience and/or expressed wishes. Ironically, those who

have recently received training in a new skill or job area

may not be assigned DOT codes for the new area because such

codes may not yet exist. One other significant problem is

that there is no way for the job service interviewer actually

to verify the accuracy of the information given to them by

the candidate for employment, in part because the interviewer

cannot check references. These circumstances frequently

result in much frustration for both client and potential

employer.

20
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Once the interview process is completed, the interviewer

may make several determinations. The applicant can be listed

for employment, can be referred to training programs through

the JTPA, or referred for some testing or vocational counsel-

ing to determine job readiness. Another additional service

that an interviewer might offer an applicant is participation

in a_ job search workshop. Applicants may not be compelled,

however, to use any of these services.

An interviewer may do a preliminary search for suitable

jobs for the applicant while they are at the desk or may just

take the information necessary to record a registration and

place the individual into the active file for future job

considerations. Which activity takes place often appears to

depend solely upon the energy level of the interviewer and

the assertiveness and/or job-ready skills of the applicant.

The applicant can be encouraged to avail themselves of the

opportunity to use the microfiche readers to look for

possible appropriate jobs. Most applicants never do.

To be an effective interviewer requires the ability to

sort out accurately the abilities of the individual appli-

cant. Each case may be different. There is a definite lack

of coordinated training for individuals who become inter-

viewers, a lack they themselves are very aware of and cite

freely. Moreover, the current system does not encourage the

interviewer really to focus on the individual and his or her

employment needs.
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New applications and renewals is one of the three key

categories of reporting information that are used for

appraisal of the performance of the local Job Service

offices. Consequently, interviewers have a major responsi-

bility for record keeping. This produces many problems.

Great amounts of staff time is consumed by these tasks.

Inter- and intraoffice animosity is created as rumors are

passed that some offices have been unwilling to report new

applications and/or renewals unless it is shown to result

in a placement.

EA212MEAtElli2RE

Employer services involve two basic activities: the

taking and filling out of job orders telephoned into the Job

Service offices and employer service representative out-

reach. Each activity is expected to lead to the learning

about and filling of vacant positions with qualified appli-

cants. In this sense, the employer is certainly the key to

the placement activities of the Job Service offices. Without

adequate levels of employer use of the Job Service through

the listing of vacant positions, it is difficult to imagine

that successful functioning can occur.

The basic process is relatively simple. An employer

wishing to utilize the Job Service merely places a call to

any office. An employer is not restricted to any one Job

Service office or any one locality. The employer gives the

vacancy announcement to either the person who has answered
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the telephone, which can be any interviewer at the Job

Service office, or may list the job with that person who is

designated as the employer service representative or the Job

Service office "account executive." The advantage of the

latter approach is that it is useful to have the person

taking the job order as familiar as possible with the

employer in order to expedite the process. The order taker

-completes a job order form, listing the DOT code most

appropriate for the job listing, the necessary qualifications

for the job and the salary for the position.

Depending upon the office, the lead worker then does one

of several things with the job order. It can be posted on a

listing board so that a potential applicant can view a job

listing and then ask an interviewer about the position. In

some offices, publicizing the job order is delayed from 24 to

48 hours in order to give preference to veterans. As a

consequence, veterans possibly will have their names given to

employers before the job is released to mast interviewers.

In several offices there was a widely held belief, with some

basis in fact, that some veterans' personnel held back on

releasing the most readily fillable jobs in order that they

might subsequently fill those jobs and obtain credit for the

placement of a person in that job. Veterans' personnel feel

that same way about regular office personnel. In contrast,

inappropriate and not-readily-fillable jobs will be released

quickly to other staff and clients. This situation has at
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i.rnes, caused niio.ich resentment among off. =e staff because amf
=eel 0r irnagirted a pressures which they feel regarding the nel--d

o meet various ja placement goals even thougli-h office personn1
a.m.ppear to be wozi,cit_ing towards a similar o. goal; there is
Ifilefini-te lack o itinterest.

One a job =tiorder is released, the apjapplicant files ard-
t_zlhen searched in saian attempt to find a grOupao of appropriatel=
crualifled applicasmnts for the employer i=tto interview.
pa-zesently carried out this is a time-consur-ziming and extreme-
1-7-y tedlous task. It requires several svertmts to have accur
avt.ely taken place: = both the applicant anmd job order 1:i0
corroles had to na-laLve been correctly c se_n, both applican
i=iforrnation and job order information Limed to have beer=
c==trrectly entered B. into the files, and, _ finally, that th
ii7=atervi-ewer has hao.ad time to do -n accur.=ate search. Th
i=trodizotion of t the data-based job searce7ch capability rxot..w
bing developed
rii_4_tely simplify a and improve this proces. In addition,
hoff=twever , increase _ clerical backup will projna-ably be necessary

xd tested at two local ofr'fices will defi

to.c. insAire that tt- the information from 1z.ett---th employers and__

ap:c*plicarits has beerm entered quickly. Marcos/lamer, , the accuracy
of 7 DOT coding is wiessential to this process .rid repires that
th._e interviewers arra-4 job order takers De 1:-A-ioroughly trained

_ doing this task.
When a list o4=bf potential employees has= been completed,

it is the job cifM an interviewer to coryi=i act either the
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employer oi app iants, to supply them with the pertinent

Arformation and to itnnake arrangements for interviews. Should

Amyof th<3 poteD applicants be hired, it becomes the

Xesponsibilty oZ th-me employer ta notify the Job Service

office that: a hir=e has occurred for placement record pur-

Pcm. The process can and does break down when neither the

employer nom:the ap licant notify the Job Service office that

A Mm has been made and it is necessary ta remove the job

AWlthe client tract the files. The employer contact person

Iltushas to contact =_aisting employers on a regular basis ta

ci.temine Wlmether a hire has taken place, another clerical

taAthat demands timmme from professional employees.

The secomi fuxictistion of employer service personnel is the

enaoloyer ou.treach smactivities. Only designated ESR persons

reedlowed to perfam=rm job development activities, although

neryinterv-lewers aemlso informally perform this function/

egrecially tor pro=)fessional, veteran, or domestic job

a9V1icants. This pa.mLrticular part of the job requires that

88 persons go out= to employers, literally selling Job

Setvice activrities toe new employers in the area and reminding

Cadeployerm that . Job Service activities are available,

EVeG, to them. Tt_is activity is felt to be essential in

MALkaining Ora, SertdcPce viability within the community. The

Efl.temphasizws that t-Lhe Job Service is capable af offering

--2ODoloyers a referral =system, the testing of applicants when

reTuested, pc=Dol of qualified applicants without the
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employer having to do the necesary time-consuming tasks of
screening applicatim. Almost unanimously, ESRs report that

there is a need tO doboth more and better promotion of the

services of the JWService tc=s the State's employers. They

also view the job development ,_ctivities of other agencies,

such as the SDA's, n competintag with them in the same basic

market. An ther frequently expressed concern is that

employer use of th4Job Servi=e is most often relegated to

the listing of Minim wage, ntry-level positions. It is

widely felt by elcbService staff that this use of their

service activities kacreated aul image of the Employment

Service that is detxlmental to i ims successful functioning and

does not reflect an accurate pioture of its activities.

A third serViceactivity in which employers are involved

is the Job Service Naoyers Corrrunittee (JSEC). This commit-

tee is composed of all interestd employers in an area who

are interested in ad Service .ctivities and are helping to

promote it to other employers. The ESR is the Job Service

liaison to this =mmittee. TW=n some areas, the committee

meets regularly to Idocuss Job ervice operations, to offer

assistance and sestions to t=he Job Service office and to

provide a forum for adiscussion of labor market information

that is useful to themployer. In some offices the JSEC is

not very active. In other locaL-ities, the JSEC is highly

involved in the opezations of tt=e local office. This can be

helpful or detrimentaldepending upon the strength of the
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office manager in maintaining =ontrol of Job Service opera-

tions. Without doubt, however, his group can be, and is, of

valuable assistance to the imae and functioning of the Job

Service.

Rata Re r.lAct/_fti.es

A 1983 report by the Unit4d. States General Accounting

Office (GAO) "Problems Affecting- the Accuracy and Timeliness

of Employment Service Reportin_qg Systems," looked at a

representative sample of the 50 states, excluding Maryland,

and found great problems in E.-nployment Service reporting
systems. Among these were: d 1..y of information transmis-
sion; lack of computer capability - need to maintain bulky and
duplicative paper records; deays in error correction;
inaccurate or di crepant figu=es reported for various

activities; and a general nee c. to reformulate reported

information to 'make it effective ffor other uses. Two years

ago these problems were of seere proportion in Maryland.

Today, despite the fact that there are still problems

associated with the gathering, reporting and analyzing of

data, Maryland has made very impokrtant gains in eliminating
r reducing the kind of problem= that were noted in the GAO

report.
The Maryland Job Service, lik other comparable organi-

zations, has massive data col1.4motion, data entry and data
analysis tasks which it must reg-u-arly perform if it is to

serve effectively both those simeking employment and the
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State' employers. As a consequence, the data entry proce

is one that requires much attention, espeta11y to maintain

accurate and current listings of both appliants and availa-

ble jobs. The Job Service has made very sigraicant progress

over the past year in its attempts to automate and streamline

its various data reporting systems. There are many pieces of

information, some complex, others less so which are col-

lected every day by Job Service staff. Cu.rrent practice now

calls for the majority of this information to be entered

daily into a computer data bank maintained at a central

location in Baltimore. This daily entry includes information

drawn from the 511 form (employee information data), the 516

form (job bank and other services) and the 514 form ( job

orders) in addition to being necessary for daily Job Service

operations, all of this information is curreritly required by

the U.S. Federal Government for the compilation of the ENDS

(Employment National Data System) report.

Local offices process record and forwart information on

a myriad number of activities and services to clients, based

upon selteral categories of individuals. This information is

kept current so that it may be used quickly. Ihe information
collected is also used to set placement and activity goals

for each local office. Presently, daily data status reports

and =Or listS are sent to local Job Service offices so that

any errors in job listings may be corrected. Additionally,

once a week the central offices sends to each 3.ccai. office a,
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summary report thaat reviews each office's activity. Finally,

g the end of eacE2a month, the total activity of each office

is summarized bv-qi, local office and by station and desk.

Monthly and culnulative year-to-date information is reported

ech month to cet=atral DET staff and quarterly to the Federal

government. Thea basic data provided in these reports

includes number of individuals placed, placement transac-

tions, individUaBts counseled, Ui claimants placed, job

openings received, as well as other information.

During the past year, senior DET and Job Service

officials have movewed quickly to respond to local office needs

O streamline thlJe data reporting system. Day-to-day data

entry problems of limited staff resources and machine down

dme continue to exist als they no doubt always will. Never

theless the Maryl_and Job rvice has been moving effectively

to improve its -employees' ability to complete these tasks

sue efficiently i=nri several ways. One way has been to

increase the numbrber of computer terminals within each local

office, a process -71t'hat is still ongoing. Another has been

toincrease the eficiency of the tie-lines to the central

dga repository. The Department is hopeful of beginning

iqpImentation of ==Ail ODDS (on-line data entry display system)

h the Fall of l95. This will allow easier movement for

operators within he system, increase the ease and accuracy

ofdata input and u_apdate, include WIN activity reporting (now
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separate from the ESARs), provide greater job match capacity,

as well as enhancing other data capabilities.

Two additional forthcoming changes to Maryland's data

reporting system are of particular note. The first involves

changes in the data base fields which will enable an easier

and more accurate tie in to the National Job Bank, housed in

Albany, New York. Currently, it is a cumbersome process to

tie into this system and often the job opportunity informa-

tion obtained is out of date by the time it becomes availa-

ble. The new system will allow easier information entry and

retrieval. Second, is the development of the Job Match

program. Pilot tested in two local offices during 1984,

this system will expand to all offices as soon as the

availability of equipment makes it practicable to do so.

Providing that the data entry has been don. e accurately, this

unique program will allow Job Service personnel to provide

an employer with a list of appropriately qualified persons

on the day following the listing of the job. Matching can be

done based on applicant skills, education level and other job

requirements as specified by the employer. This system is

ifitended to and should eliminate the need for the many

tedious paper searches for candidates that is now a regular

and time-consuming part of Job Service operations.

Other Job Service Activities

Counseling. Counseling activities in the Job S rvice

offices are carried out by either designated counselors, or
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other staff who have been asked to fill that job role.

Counseling act_ Aties may include testing as requested by

employers, GATB or SATB testing for applicants concerned

about job choice or direction, job search workshops, or

referral to other agencies if it has been determined that a

specific need exists. Counselors, therefore, should be

trained in counseling techniques and knowledgeable about

testing techniques and interpretation. Not all offices have

such persons. In at least one office, there was no desig-

nated counselor on the staff. In several others, the

individuals functioning as counselors were untrained in

relevant skills. This task is too important to be omitted

from local

rarely have

Tesrin

two types:

as typing

which might

office practice in part because interviewers

time to adequately counsel applicants.

Testing conducted by Job Service offices is of

vocational testing of relevant job skills, such

or shorthand, or motor skills and coordination

be requested by an employer; and, vocational

aptitude testing with the GATB and/or SATB. Testing occurs

in individual or group sessions. Results become a part of

the applicant file and can be reported to the potential em-

ployer. Such testing can save the employer valuable time and

resources and provides a level of assistance that is consis-

tent with that which a private agency might offer. Voca-

tional aptitude testing also can be included in the applicant

profile and is most often used in conjunction with job search
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workshops to assist applicants with job decisions. These

results may or may not be discussed with the applicants,

depending upon the skill of the test administrator and time

constraints.

Joh Search Workshops. Job search workshops are designed

to assist applicants with developing those characteristics

necessary for successful job hunting. These activities may

take the form of three-day workshops or may be spread out

over a longer period of time, depending upon staff and

applicant desires and interest. Job search workshops include

information on such activities as resume writing, interview-

ing and dress, and personal contact skills that have been

determined to be necessary in successfully finding employ-

ment. -Attendance at these workshops is voluntary and may

take prace at the Job Service office site or at some other

location, such as a local community college or high school.

In some cases, these activities are very important steps in

the process of helping applicants become job ready.

Referral to Trainig. Referral to training takes place

when it is determined both that an applicant desires it

and/or the applicant might qualify for a specific training

program offered through a local community college, business,

or training school. By far, the largest number of training

referrals for both !eterans and non-veterans is to Job

Training and Partnership ACT (JTPA) agencies. Some JTPA

training activities are specifically designed for special
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populations meeting employment and financial crterja .

Veterans' programs provide for referrals for training with

agencies other than JTPA. Once an applicant has been

referred for training, the Job Service office may or may not

be advised of a placement into training by the referral

agencies. Unless the applicant voluntarily returns to the

Job Service office after training, the Job Service may not be

involved in the placement of this individual into employ-

ment. The training agency may place its trainees through its

own placement activities, a situation which has created some

tension between such agencies and some Job Service staff.

Targstqd Jobs Tax_Credit. This program is designed to

allow employers to obtain a tax credit for their business

when they hire certain eligible employees. It is most often

used by fast food and other similar service industries and

facilitates the hiring of youth, or others who qualify under

its need guidelines. Job Service personnel are responsible

for the certification of TJTC eligible persons, a task which

must be done before the individual has been hired.

Food_ Stamps Program. Job Service personnel also

function to certify the eligibility of food stamp recipients

who are required to be involved in active job search efforts

for this service. This activity is usually performed by a

half-time person located in the Job Service office. Place-

ments of food stamp persons are reflected in the placement

activity of a specifically coded office rather than the local
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office where it is carried out. Thus, these activities,

which take time from interviewers who are still responsible

for helping meet office placement goals, are often regarded

as counter-productive to effective interviewer functioning.

Other. Services. Other service activities include

monitoring of migrant and seasonal farM workers employment

and practices, alien labor certification, interstate listing

and clearance, relocation assistance, on-site recruitment

days, certification of certain social service clients, wIN

assistance, a mammoth complaint system, and placement in

summer youth programs. The migrant and seasonal farm

workers' program is primarily active during peak growing

seasons in certain localities, at which time it is responsi-

ble for a majority of office activity. This program has

received much adverse publicity in the media to the apparent

detriment of concerned Job Service staff performing what is

essentially a monitoring task required by federal regula-

tions.

Youth coordinators assist high school and college age

youth during the summer as well as during the school year.

In the larger offices, this activity occupies one individual

full time, while in other offices, it is a part-time activity

in addition to other interviewer activities.
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Some Final Comments about Staff Perceptions

of Job Service_Activity

Managerial staff, as well as other professional staff,

at the-several offices surveyed all express similar frustra-

tions: difficulty in filling support positions at various

levels; the need for clerical and other suppOrt staff ti

decrease the number of non-professional, and especially

record keeping, tasks that professional staff were asked to

perform; the lack of adequate ESR support in order to provide

more complete services to the employer community; the

increased data reporting procedures; computer "down time" so

that accurate record keeping is often stymied; lack of

adequate and up-to-date equipment to assist applicants in

completing their own job search through JIS; sometimes very

poor physical facilities; the managers lack of ability to

hire and fire local staff; the inability to carry out high

visibility public relations and advertising for Job Service

activities; the paucity of qualified and job-ready applicants

for employment; the inability to require job search workshops

for some job seekers who clearly need them; and, sometimes,

personal frustrations with their seeming inability to have

any significant input into the agency's decision-making

process. All managers cited the constant shifting of

personnel and the ever-changing nature of "pressing priori-

ties" to which they need to respond immediately as other

ongoing problems.
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Despite these frustrations, the managers _ere supportive

.cpf their staff, and, generally, felt that the Job Service had

zen Important service to offer to employers and to qualified

pplicants if only they could be enticed t- use it. They, as

twell as their staff, voiced the opinion that the Job Service

cDffered the public a large number of valuable services,

c=entralized recruiting procedures, generally knowledgeable

:job development personnel, testing of applicants when

z=equested, a JSEC committee for employer networking, and the

E?ossibility for enhanced job matching capability through the

catomputerized match system currently being developed.

There appears to be a need, in the view of many of the

rnployees, for a way in which to assess better the capability

cf applicants as job ready, to have a better ability to send

c:*rily qualified applicants to interviews for positions, and to

t.e? able to check adequately the references and job history of

aLiplicants. In this way, they feel they can better serve the

-.vnployer community. Additionally, it was felt by some that

rwoore of the responsibility for obtaining employment should

rAemt with the applicant. It was thought that this might be

alc=complished through the establishment of an appointment

smrstem for applicants after an initial registration. It was

aZLso felt that applicants should be required to attend job

seearch workshops if it is determined that they are not

jcb-ready individuals. The enhanced counseling of clients is

viLewed as a must. The expanded use and development of the
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individualized job information system would also be very

helpful. There was also a significant concern about the lack

of professional status of Job Service workers. This lack of

professionalism is fostered by what some view as a low salary

and a stunted career ladder.

It was apparent that the Job Service has a considerable

need to improve and publicize its activities and image. All

interviewees cited a lack of general awareness by the public

and by employers about the activities that the Job Service

does provide. Many felt that this poor image resulted from

the co-location and close identification of the Job Service

and Unemployment Insurance offices. Others felt co-location

resulted in at least some applicants being referred to the

Job Service by Unemployment insurance personnel, and,

additionally, that some employers favored continued =-

location for various reasons. Other often-expressed needs

were for the centralization of certain services and for the

return of some services to agencies better equipped to handle

them; alien labor certification, social services and food

stamp certification activities, and migrant and seasonal farm

workers programs and monitoring were the most frequently

cited activities. Doing so would, it was felt, facilitate

additional interview time to perform more adequately crucial

services.
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Part II

Review and Assessment

of Coordination Activities

Coordination is a much sought after goal in the provis-

ion of public service in the United States. That this should

be so is not very surprising. One of the most brilliant and

durable social inventions of the American founding fathers

was the notion of fragmenting government as a means of

helping to preserve local control and individual liberty.

Inevitably, however, a government that is fragmented, whether

by.level, branch, or function, is going to require coordina-

tion. This will especially be the case when financial

resources are in short supply and the demand for a service

comes from many individuals at many times and in many places.

Consequently, it is not surprising that questions are

frequently raised about the extent to which employment and

training activities, as well as social services in general,

are effectively coordinated. In a fragmented system reform

advocates will always see greater coordination as a means to

greater efficiency and economy. In general, such a belief is

probably an accurate one. Whether that is always the case,

however, is by no means clear. Not only do efforts to

coordinate the work of two or more agencies or governmental

units require the expenditure of limited resources, but they

also serve to lessen the likelihood that alternative service

delivery opportunities will be available for those who may,

a
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for a variety of legitimate reasons, require them. Thus, the

absence of totally satisfactory coordination of public

services may, in at least some instances, not necessarily be

a bad thing.

In part for this reason, and in part because this is an

area in which relationships have begun to change rapidly, it

is especially difficult to draw the kind of clear-cut

conclusions about the status of coordination that one would

like. This is made even more difficult because the research

staff is aware that over the past two years the improvement

of coordination between the Job Service and the other .

deliverers of employment and training services within the

State has been a major priority for the leadership of the new

Department of Employment and Training. Evidence of this is

seen in the fact that both the Job Service and JTPA program

administration were placed under the same Assistant Secretary

when the new Department was created.

The wisdom of the decision by DET's senior administra-

tors to devote attention to the improvement of coordination

between the Job Service and the JTPA

evident. Despite considerable improv

year, in some parts of the State of Ma

effective coordination between the Job

agencies, such as the Service Delivery

program is readily

lent over the past

-land, the level of

Service and related

Areas, still ranges

from very limited to virtually non-existent. There are

certainly some significant exceptions to this general

3 9
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situation that have emerged during the past two years and

these will be noted in the following discussion. That the

general problem remains, however, should not be altogether

surprising. Whether accurate or not, the Job Service is

often perceived by those organizations with whom coordination

efforts should be undertaken as an insulated and not very

responsive organization.

Compounding this problem is the fact that, for a variety

of reasons, many Job Service employees appear still to hold

to a highly negative view that emerged during the CETA years

about working with JTPA Service Delivery Areas. For example,

it is their perception that JTPA, unlike Job Service, has few

problems with understaffing. Given that the cutbacks in

staff that have occurred at the local level during the past

four years are even greater than those that have taken place

in the Job Service, it is unlikely that this is an accurate

perception.

Job Service staff also believe that JTPA workers receive

higher pay for performing functions similar in nature to

those that they perform. This view has caused obvious

resentment toward JTPA programs on the part of some Job

Service employees, especially in those offices where JTPA

intake personnel are placed. Some Job Service workers feel

that, in order to maintain high success rates, JTPA programs

are unwilling to work with welfare recipients or long-term

unemployed persons. This, it is alleged, makes the JTPA

40
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placement job easier because they work with the easier-to-

place, better qualified applicants. This in turn, it is

suggested, further fosters the image of the Job Service as

working with only the less educated, less qualified job

seekers.

Additionally, both Job Service and JTPA personnel view

some JTPA activities as duplicating the services already

offered by the Employment Service. This overlap in services

is perceived in some instances as directly advesarial and in

other instances as complimentary. Many Job Service staff say

they would like to see JTPA responsible only for training

activities and have the Job Service be responsible for all

job development and placement activities.

In the course of this research other grievances, real or

alleged, were expressed by Job Service staff. Among them

were the following: clauses written into Industrial Revenue

Bonds (IRBs) used by sOme SDAs seem to exclude Job Service

placement activity and insure that JTPA organizations have

easy active placement activities; JTPA agencies were given

easier access to on-the-job training programs; veterans were

placed more quickly into training program slots; and, that in

some localities, JTPA training activity was too highly

specialized and not effective.

The coordination of PIC/JTPA organizations with thg! Job

Service is mandated by the JTPA legislation. In light of the

kinds of comments made by Job Service employees, it was

41

4 4



obviously necessary to attempt to assess the perceptions of

SDA/JTPA personnel with regard to both coordination and the

functioning of the Job Service in Maryland. Nine of the ten

PIC/SDA groups were visited by the research staff. The

degree of cooperation found to exist ranged from, in one

instance, quite good to, in several instances, guarded but

slowly improving to, in a few cases, very limited.

Frederick County seems to represent the State's preemi-

nent success story in this regard. The Frederick JTPA

organization JTA (Job Training Agency) appears to have a

very good working relationship with the Frederick Job Service

Office. This is in spite of the fact that under the old CETA

program, relations between the two agencies were poor.

Currently, things have improved to the point that the Job

Service manager serves on the local PIC.

In general, there is a clear divisi n of labor with the

JTA viewed as the county's training arm and Job Service as

the placement component in providing services to applicants.

Several examples of coordination were observed. Dislocated

workers are certified eligible by the JTA and with the Job

Service verifying the determination. OJT contracts are

listed with the Job Service, but the contracting and market-

ing of.OJT is administered through JTA. The same person does

marketing of clients for both organizations. All job search

workshops for the Job Service are conducted by JTA. All

applicants who complete vocational training enter 3ob search
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workshops and register with the Job Service, whose staff

perform the needed job development functions. This coordina-

tion seems to be continuing to increase in that the JTA is

currently seeking to find ways in which the efforts of all

county agencies could be more effectively coordinatr-d

individuals seeking work or retraining.

It has been suggested that the JTPA organization..--, have

taken over many of the labor exchange functions that are

already in place in the Job Service. Visits to other SDA

facilities have led to the conclusion that, to some extent,

this perception is well founded. For example, in one SDA

several Job Service personnel were co-located at SDA cen-

ters. These Job Service staff were perceived as unwilling to

participate in certain phases of the office's operation in a

way that was counter-productive to its successful function-

ing. In fact, this difficulty appears to have been the

result of overly strict attention by staff to Job Service job

description guidelines. Although the latter problem appears

to be rectified, some SDA staff still express the belief that

the Employment Service has not brought any substantial skills

to the collaborative efforts of the two organizations.

Rather, the Job Service staff is perceived as enveloped in a

proliferation of forms and procedures and unable to provide

employers with the customized package of services that the

SDA is able to offer. Not surprisingly, SDA staff readily

admit to the duplication of certain activities because of, as
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they put it, a belief that the Job Service is not fulfilling

the needs of the local employer community.

In another instance, SDA cooperation was character zed

as ranging from "very good to abysmal, depending upon the

personalities and the workload." On the positive side, there

is cooperation in the verification process for dislocated

workers and access to UI data and job bank information. On

the negative side, PIC staff report that they believe that

WIN population never gets from Job Service to JTPA because of

inadequate referral mechanisms, and that greater cooperation

was needed in the area of OJT contracts and job orders. In

addition, ic was felt that some clear duplication of services

was necessary because the Job Service was not equipped to

deal with individuals who had completed high technology

training and were seeking placement.

One SDA location, in which two Job Service offices are

located, reported on a positive relationship with one office

and a negative one with the staff at the other. The SDA

staffs' perception was that the job placement processes of

the Job Service could be much more streamlined. More

effective directed placement of job-ready individuals in the

right job would occur if the Job Service had the ability, as

the SDA does, to check referencesand assure the employer of

good potential workers. Another problem appeared to be

that same Job Service staff had no interest in working to

place individuals placed in training by the SDA. The reason
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for this was that very few of these individuals resulted in

placement credit for Job Service staffers since the possi-

bility of partial placement credit does not exist. (This

lack of partial placement cedit was mentioned as a problem

by other SDAs.) The Job Service was also viewed as lacking

the expertise and funding necessary for the successful

marketing of services to the employer community.

The Director of one SDA expressed the feeling that

dealing with Job Service was sometimes difficult and that he

was unable to deal directly with the Job Service personnel

for which the SDA was paying and who were responsible to it

for their performance. He indicated that the Job Service

needed more aggressive recruitment practices for staff

hiring, and, additionally, felt that staff rotation through

various tasks in the Job Service could be a very important

means to upgrade the skills and commitment of Job Service

staff that had become very "settled and blase." The ina-

bility of the Job Service to offer well-marketed OJT con-

tracts also hurt their efforts to appeal to the employer

community.

One large SDA facility that was vi ited viewed its

cooperative efforts with the local Job Service office as

generally good, .but felt that there were several problems

that resulted from too highly centralized State control of

some local office programs. Cooperation between the local

office and the SDA occurred in several ways: coope ative
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intake is performed by bo h groups, with SDA staff at the Job

Service office one day per week; JTPA has funded TJTC staff

persons at the Job Service operation during peak work times;

Job Search workshops are conducted jointly at the SDA

facility; dislocated worker certifications are handled by Job

Service staff; special projects are often jointly developed

and funded; and, sometimes joint marketing takes place for

programs or training. Despite this, however, there are

several problems. First, the local Job Service is very

inaccessible to a majority of the area's population due to

public transportation problems. Moreover, this office is

overcrowded, often seems unruly and is ugly; all making it

especially unappealing for prospective employers.

The SDA felt that marketing decisions were made too

often at the State level, with

involvement and concerns, and that

th,a authority to its local offices

for flexibility to be built into

little regard for local

the State did not delegate

which was needed in order

the system. It was felt

that the Job Service should have more autonomous and smaller

outreach offices that were closer to the population needs.

It was also felt that Job Service salaries were inadequate to

attract younger, well qualified ESRs who both suffered from

.low pay and had to compete with better paid job developers

from other organizations. Because of this, the Job Service

was not in a position to offer the consistent marketing of
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services to business that is essential to successful func-

tioning.

In summary, there was a consis ency to percep ions at

the SDA levels that relationships with the Job Service could

be significantly improved. Likewise, there was a widespread

belief that they were already much improved from pre-JTA

days. It was apparent that there were some SDAs that desired

increased cooperation and coordination. Most SDAs, however,

felt justified in providing services that the Job Service

also provides. This was due, in part, to the nature of the

performance-based agreements that form the basis of their OJT

and vendor contracts, and, in part, because of a belief,

sometimes seemingly well founded, that some local employers

would rather deal with their organization than the Job

Service. In general, SDA employees did not agree with Job

Service employees that they were better paid, although in

some localities that was certainly true. The SDAs also

believed that one large barrier to effective coordination was

the Job Service's definition of placements and the way in

which credit is granted for placement activity. Until that

definition can be modified, there is a strong belief_it will

continue to create a barrier to the establishment of positive

working relationships between the two organizations.

There can be no doubt that there is some duplication and

overlap in the services provided by the Job Service and the

JTPA programs. Such a situation may not necessarily be a
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negative one, however, for any of several reasons. It is

likely in some cases that there is a large enough demand for

certain services as to justify the need for both organiza-

tions to provide similar efforts. Second, it is likely that

competition strengthens both organizations. Third, it may be

that one or the other group is not doing rst adequate job and

thus, alternative options are useful. Fourth, in some cases

each group serves a different clientele.

In some instances, however, there does appear to be

unwarranted duplication of services. In the course of this

research we have seen cases of service duplication that fall

into each of the categories noted above. It is not altogeth-

er clear from our investigation as to which type is the most

frequent occurrence. What is evident, however, is that the

clearly negative perceptions of each other held by some Job

Service staff and SDA personnel certainly decreases the

likelihood that positive interaction will take place. The

initiation of steps to improve communications and understand-

ing between the job Service and related organizations such as

the SDAs should continue to be a matter of high priority for

all those involved in these matters. Certainly, significant

progress has been made, especially during the past year, but

there still remains much room for a good deal more improve-

ment.
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Part III

Influence of Federal Le al Framework

on Job Service Operations

Many factors shape the manner in which the Job Service

carries out its various functions. Among these are public

attitudes, state laws and regulations, organizational struct-

ure, economic conditions in the State and Maryland's person-

nel policies. One of the factors influencing the Job Service

about which considerable concern has been expressed is the

impact of Federal statutory provisions and other directives

which help to define those activities which the Job Service

must perform and those over which It has discretionary

powers.

Three basic missions have been ascribed to Job Service

at various times. These include: 1) to provicle labor

exchange services; 2) to provide special employment services

to UI recipients; and 3) to provide special employment

services to the disadvantaged and long-term unemployed.

While the Wagner-Peyser Act does not delineate a specific

purpose for the Job Service, Section 7(a ) of the Act sets out

activities which re to be carried out by the Federal grant

to the States. Two among these are important to note:

1)...job search and placement services to
job seekers including counseling,
testing, occupational and labor market
information, assessment, and referral to
employers; [and]
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2)...appropriate recruitment services and
special technical services for employers.

This language would not seem to target any special group

among the general job-seeking population. While it might

app ar that UI recipients have been singled out, the law

would appear to require that all services are to be provided

to the general public as well as to the disadvantaged. The

legal requirement for coordination between Job Service and

JTPA organizations would seem to place an important emphasis

upon special services to the disadvantaged population, but it

is not to be interpreted as a mutually exclusive service from

other Job Service labor exchange activities. Rather, the law

does provide for special emphasis upon services to Ui

recipients and the disadvantaged within the context of the

overall function as a labor exchange mechanism for the

general population. Thus, it would appear that the agency

mission should be to provide the variety of labor exchange

activities to the general population of job seekers and

employers, with special emphasis on the employment needs of

the State's unemployed and disadvantaged workers.

A recently completed draft report prepared by the

National Alliance of Businesses (NAB) (1985) for the Employ-

ment and Training Administration of the U.S. Department of

Labor (DOL), suggests that Federal directives fall into five

basic categories:

1) Labor exchange activi ies;
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2) Regulations governing the application of the "work
test";

Provision of services to specifically targeted
groups of individuals;

4) Labor law enforcement; and,

5) Provision of labor market infor ation and special
labor certification.

It is apparent from a review of this document that,

while there do not appear to be an overwhelmingly large

number of limitations imposed by Federal regulations, those

that do exist are significant in their imposition of tasks on

Job Service staff. In some cases they may duplicate services

that are or could be provided by other Federal or state

agencies, and, in many cases, they do not provide funding

sources for the increased work activities. on the other

hand, it must also be kept in mind that the same Federal

government that Imposes these tasks does bear the entire

cost of funding the Maryland Job Service. What follows is a

brief review of those activities mandated by law and regula-

tion, indicating those that require substantial staff time

and energy.

Labor Excbangg_Function

The Maryland Job Service, as the Sta e's agent, must,

under Wagner-Peyser regulations, assist job seekers and

employers in filling jobs through some form of matching

process, participate in interstate job matching, and provide

application of the work test as required by Unemployment
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Insurance laws and/or other state or fe enllaws requiring

the application of work tests. Any other services related to

these basic mandated functions are considered discretionary

unless deemed as required by the appropridestate officer.

The Full Employment and Balanced Growth Adof 1978 and the

Disaster Relief Act of 1974 further extend the provision of

basic labor exchange services. The Dtsaster Relief Act

guarantees full employment services to thou unemployed due

to a major disaster. While it does not extend the list of

services already provided through Wagner-Myser, the NAB

study suggests that expanded public aWaramss can have a

significant effect on the workload of a local office without

provision of additional funding for staffing to cover such

emergency situations.

Work Test_ Application

State employment offices are required 0 take applica-

tion for work from any individual filing aclaim for Unem-

ployment Insurance benefits under Title 111 of the Social

Security Act, and subsequent legislation which might govern

extended benefits regulations as well as the provision of

assistance to former Federal employees, a-servicemen and

women, disaster relief recipients, and thae applying for

Federal supplemental compensation. In addition, other

Federal legislation requ res that services be provided for

WIN program registrants, Food Stamp pr gram registrants,

individuals applying for benefits under the Trade Readjust-
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rne=at Act f 1974 and the Railroad Retirement Insurance Act.

In these instances, the Job Service is required to "expose"

climants to "suitable" work.

In carrying out its labor exchange activities, the Job

se-vice also exercises police powers in assessing whether a

pa=-ticular olaimant is considered able and available for work

anal, consciuently, must be actively seeking employment in
torclUer to rceive U1 payments. The law does provide, however,
th_t carspnaation may not be denied to any eligible individu-

al if t.b.lr refuse to work under the condition of a labor

disapute, rf raining from or being required to join a union,

or, mot significantly, when the applicant is being asked to

tak orarnply for a "substandard" job. It also provides that

the individual, under certain circumstances, must be notified

-he job in writing before the process for denial of

benimf its a.an begin.
The application of work tests relies heavily upon State

intrpretation worked out through the mutual agreement of the

vara..ous agncies involved, rather than specifically mandated

Fedral rulfas and regulations, and, as such, implementation

is tornewhat ambiguous. Obviously, applying work tests under

them conditions can become confusing and time consuming.

The=-- cm be no doubt that the administering of the work

tesm sometimes requires duplicative activity. Often this is

exa=rhated because of a widely held perception that the

pritrwa.ry funotion of the work test is not to locate a match



between a job seeker and an employer, but merely to police

applicants for monies under social service programs.

In addition to the frustrations created by the lack of

specific regulations, frequent complaints are heard about the

cost involved in administering work tests. The funding of

such activities is varied; in some instances direct funding

is available through DOL, DM, or DIMS. The NAB report notes

that the Department of Agriculture, Food and Nutrition

Service regulations include repeated references to assign-

ments of duties to Job Service personnel as regards applica-

tion of the work test for food stamps but that no funding is

available. On the other hand, it is important to keep in

mind that the Maryland Job Service is entirely federally

funded and thus, it is not accurate to suggest that the

Federal government is imposing program activity and not

providing any funding.

Target Groups

Federal law requires that certain specified populations

be targeted for special attention by the Job Service. Chief

among these groups are veterans and persons determined to be

eligible for special assistance by virtue of their relation-

ship to a veteran. Certain Federal funds are ear-marked to

state employment services to hire staff personnel whose sole

function is to service veterans. There are two major areas

of ambiguity regarding the provision of services to these

individuals. One has to do with the requirement that these
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persons be given first preference over non-veterans for

available jobs. Contrary to routine practice, no specific

time requirement for exclusive preference actually exists,

although the language of the law and regulations does, where

there are limited job resources, require some form of

preference. The second area of confusion between legal

requirements and actual practice involves the responsibility

of the staff who must provide these services. While State

practice is that designated veterans' service staff cannot

carry out non-veterans' services, the NAB report does not

indicate any legislation that would not allow such personnel

to assist with other Job Service office duties as are

necessary.

In addition servicing veterans and other related

individuals, Job Service personnel are re ired to provide

cooperative activities for the coordinated delivery of

employment services with State JTPA organizations, serve as

recruitment and screening agency for the Job Corps, and

provide assistance to other special populations such as AFDC

recipients, the handicapped, Migrant Seasonal Farm Workers

(MSFW) persons, WIN clients, and others. The NAB report

indicates that because of the absence of additional funding,

local job service offices may be hard pressed to provide an

adequate array of Wagner-Peyser service to JTPA sponsors or

service deliverers. As a consequence, in some localities in
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M ryland, the JTPA or PIC does provide salary funding for JoI)

Service staff to provide service to JTPA clients.

Additionally, the State employment offices must make

determinations of Targeted Job Tax Credit (TJTC) eligible

persons. Although not spelled out in the Federal regula-

tions, TJTC eligible persons are supposed to register with

the local Job Service office prior to seeking a job. In

actuality, individuals often find a job and then are told bY

their prospective employer to go register at the Job Service

office and receive eligibility for TJTC and then return to be

"hired" by the employer. This process obviously creates some

additional paper work for the Job Service office but also

helps them meet placement quotas. JTPA organizations also

provide TJTC determinations for prospective employers.

Service to the handicapped is similarly governed by-

Federal law and regulation. State employment services are

required to have designated staff for serving the handicappea

population. This not an exclusive staff assignment, but

implementing the regulations does require periodic review of

the employment status of handicapped individuals in rehabili-

tation facilities. This requirement does appear somewhat

duplicative of the activities of other agenci s which service

the handicapped population.

Labor Law Enforcement and Compliance

Under several acts regarding Migrant and Seasonal Farm

Workers (MSFW), employment services are required to maintain
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a sizbstantii omplairxat and reavral systerrto. The Joh Service
has the resr* ibiliVy-cF for mairlaining a re,cord. cf complaints
invc,lving populaion from 4oeth employe es arid employers.

AddLtionall the Jo. b Serl.riv is respous ible tor recording
and referrill-wz n-on-job service cv.lated compl4-aints which allege
violations c3 .emploPilment relatiA laws to o-.---ther agencies such
as OSHA. Job 4 SerVice &,S also reponsible for the
irisp.ectjori migran-_-t housin before prowiding recruitment
servdoes to an employwer listillegagricultual jobs with the
Job Service r..-.-eher anothel.er compet,S0 agency otranot provide such
inspction a tinitiy fash4con. AdditWer_onally, the Job
Servi_ce is =-esponsibl for trie filing of certifications of
regitratiort fur agrota.ltural. ,,elook by nor-U.S. workers and
tranmferrihg st.och aP1==1icatiopS to the ai=opropriate agency.
Such activiti_es (the ac=st of vailb are chared to Title IX of
the Social $cutity A.c, the or OSHA) cbvtosly require
larg committaszens of tirte by sorrIv local offi_ce staffs during
peak growing anct harveting SeaPpns.

Job Servi_cft offi=es are at.so required_ to Accept manda-
tory listing--z, soliddt job Oders, and make available
inforatiation o contrator corripl-tance and a..L._1 firrnative action

for those con-re.-otors w-rho have aVered into a contract with
the Federal .0f:4ov...ern:sent _z of $3.0, ao o or more. This requirement
does not ca=-ry with it erlf0k,coment poUremrs and is time
constuming but ntiot cost _ effecti.lro in locati s with "First
Sourc" agreenmentcs for -IRBs or Agre the contiractor is forced
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to list job openings, but has no obvious inimntion olffff hiring

personnel through the Job Service.

ket inf rmation

Under several regulations, the Job Service mair=tains a

substantial Labor Market Information system, both fc=tr state

reporting of information and for providing informat=ion and

technical assistance to local SDAs and other pmlanning

agencies. While time consuming and sometimes comp1icated,

these activities are necessary for successful Job Service

functioning and any serious planning efforts.
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Part IV

AgE192RE_ERE2REiRaq of the

Service

Histo ically, State Employment Services have suffered

Zim tlae problems of negative images held by both citizens

amdjolo seekers. Nowhere has this problem seemed to be more

severe than in the case of private sector employers - many of

whm we alleged to hold a highly negative image of the state

JobSe=vice, not only in Maryland but all across the coun-

try, Consequently, one particularly important element of

this st:ludy of the Maryland State Employment Service has

irivolveela obtaining an accurate picture

percept:ions held by the State's employer

Job SeBrvice. Some understanding of

percep-tions can and have been obtained

of the attitudes and

community about its

these attitudes and

through the visits

made by study staff to individual State Employment Service

office= - Such observations, however, are, of necessity,

hlghly impressionistic. Consequently, a survey of a selected

sexple of the State's employers was undertaken for the

purposa of generating additional data about the Job Service.

A computer program was developed that would draw a

rSlidom 13ample of employers from the State of Maryland's

Unemployment Insurance rolls. While this proved more

techiceilly difficult than initially anticipated, the effort

was nerertheless successful and the sample drawn. It was

su.bsecpantly expanded slightly by adding to the sample the
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State's twenty largest firms in terms of number of emmloyees,

as well as the State's twenty largest firms with r4wagard to

total annual sales. A mail-survey questionnaire was de-

veloped and sent to the selected representative sc=unple of

slightly

Maryland

reminders

over 500 employers from throughout the tate of

during November, 1984.

were sent

not responded to the

One hundred and

questionnaires were

sidered good for

statistical analysis.

Subsequently, fllow-up
to all employers in thesample who had

first mailing.

eighty-six fully or partially ccrnpleted

returned, a return rate of 370%, con-

a mail questionnaire and adecgt.mr.ate for

Frequency of responsetoeach muestion

was tabulated and comparisons were made betweeram those

employers who had utilized the Job Servicc within tbe last

two years and those who had not. Responses to significant

questions were also examined with regard to size and -type of

employers.

Table 1 provides the response frequency distr_J.bution

for each item for the sample of 186 employer respondens. It

should be noted at the outset that not all respndents

answered every applicable question, and, thus, zmnissing

responses were not counted in the totals far each qt.zestion

nor in the tabulation of percentages. Similarly when

cross-tabulations of results were run, missing daa were

eliminated from the statistical analyses.
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The employer sample _is compos (a of 186 fi_Leis from
throughout the State of Manrland. The L___argest porticm.n. of the
sample (29%) reported being involved Ln the servics indus-
try, with 23% in retail or vholesale trades, 13% man_-12factur-
jag-, 9% construction trades, 8% ill government o_= public
administration, and 13% being distribued among the others.
The average length of time that the sa_mple of ernplomrers had
done business in Maryland is 24 years, with 43% repor-ing ten
or fewer years at their pr sent location. The sizi of the
workforce varied from nine ft.rms which reported only single
employee to 18 firms reporting a workorce of 1000 or more
employees. The average workforce size fcmr the sample of 184
employers responding was 189 employees. Twenty-three percent
of the firms surveyed reported being ,m part of ,=s larger
parent organization.

Two additional items
wor thy of
reported

descriMive importara.ce
note. First, abott 20%

that their compar had
increase or decrease in staff during
similar number anticipated changes

are
of the firms =-surveyed
eerienced eilaer an
th.e past year- and a

during the cominL4gg year.
The c onstruction industry reported charigms most of ter-L_ during
the prior year, followed by the manufeCuring industr-y. The

construction trades were the sector of tl-s..e economy tltt most
of tcn anticipated a change in the number of employees ±or the
upcoming year. It was folleved in tiLe latter reard by
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goverram--tant and public administration, and manufacturing and

wholesal_e-retail trade.

smecond area of interest involves the use of unskilled

worketo since this is a category of workers who are frequent-

ly serv'efaci by state employment services. Fifty percent of the

firms rez_sponding said that they employed unskilled workers,

but 68% b of those with unskilled labor force classifications

reported that such workers represented less than 25% of their

work foropice. Of the total sample of employers responding, 89%

(163/183: ) reported that from less than 25% to none of their

workers latfell into this classification. Only 28% (52/184) of

the firrrsq reported that their workforce was composed of 50%

or more C--mployees classified as professional, technical or

managezil.

staffing,,w 13

workers, and

workers.

For the purposes of this study, the three most important

issues vM-_-eare, first, whether or not employers had used the Job

Service 1v-1-within the last two years; second, whether this use

of Job Service activity was an important factor in deter-

mining pazrticipation in and awareness of other employment and

trairang programs; and third, the perceptions of employees

marding the Job Service, its services and related programs.

Per1sp4aps the single most significant finding of this

survey tswad to do with the lack of recent use of the Job

Nine percent reported 50% or more clerical

had staffs primarily composed of skilled

7% reported a high percentage of semi-skilled
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Selervice by many of the States employers. Quite clearly,

insny of the State's employers hav had very little experience

and probably knowledge of, =lie Job Service. Of the 186

Tu7-xployers responding to tbe TLmestionnaire, 66, or 35.5%,

rerrported having used the Job Serrvice within the last two

yea. ars, while 59.7% responded negfatively, and nine, or 4.8%,

dj-opod not know whether their oomany- had utilized its services.

Uftme of the Job Service was evemly distributed among smell,

mocxaerate, and large size firm Ewever, of those firms not

ug2ting Job Service, 84 of 109, or75%, were firms reporting 50

cV fewer employees. Two-thiMs, or 137 of the employers

reponding, did not know or couL4=1 not remember the name and

10ation of the local Job Service office that their company

warild use if it wanted to doso. Importantly, 91% of those

Tall= had not used the Job Service also did not know which

ofice they would use.

It is often said that enplomrers only list lower-level

jab-tos with the state employment =service. This data would

apP.aear to confirm this belief. 7Xlhe largest number of firms

lis-=ting jobs with the Job ServfLce, 47%, listed clerical

pcs-zitions. Surprisingly, however 21% of the firms listing

post itions had listed professimal technical and managerial

Services, machine trrades and materials-handler

Pogzitions were listed with equal frequency. Interestingly,

of Orthe firms reporting a highperrcentage of clerical staff,

onlzy. 25% had used Job Service,but 58% of those with large,
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mi skilled labor forces reported having used job Service to

fill vacancies and 42% with large, unskilled labor for=es

repoted using Job Service. The manuf acturing iiidusry

uti,lzed the Job Service most frequently (61%), with he

consruction (3 %) and services (34%) industries next rni==st

freqi=ently. The lowest use of the Job Service was repored

by gcmvernrnent organizations.

The notion that employers use the Job Service or

listi_ng lower-level jobs was further confirmed by the data on

the =alary levels of the jobs that employers reported havi_ng

Fourteen percent of jobs listed were at minimax=

wage. Over 50% of the jobs listed paid between $3.50 nd
$5.50 per hour. However, 10% of the jobs listed paid betwen

$8.00 and $10.00 per hour. Thus, the data suggest tria-_-t,

while the Job Service doesn't receive only low paving job- -s,

the awerage listed wage is still in the low range.

=hose firms who list openings with the Job Service te=ad

most /Wreguently to list only once per year, although 4=%

reporti_ed listing from two to ten times per year. 'IThe

1istii=gs occur sporadically with no particular time pattcri,

thus remaking it difficult to anticipate overload periods f=r

Job Srvice workers except in those localities which mgistemr

and n=onitor Migrant Seasonal Farm Workers. Most employes

felt hat their orders were taken promptly, but commentd
that L.t would be useful for Job Service personnel to tae
more dif_otailed job descriptions in order that better referralics
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could be made. It was felt that referrals should be made

based not only on DOT classifications, but also, and, more

importantly, on a good match of skill qualifications.

One of the surprising findings of this survey, given

that common wisdom seems to hold that employers are not happy

with the Job Service, is that most employers who use the Job

Service are quite pleased with many of the services that they

receive. Sixty-three percent of the users reported that the

Job Service was helpful in filling their vacancies, many

enthusiastically so. Several employers reported, however,

that the job Service had sent poor quality, too many, or

unqualified referrals to them. The employers felt strongly

that better job matching was necessary and that the Job

Service should work to build its capacity in that area. In

particular, t should do more detailed work history and

reference checks on those candidates it refers for employ-

ment.

The Job Service policy of moving towards the goal of

having a single staff member working regularly with

particular employer is widely endorsed by employers.

Forty-eight percent of the employers reported being able to

speak with the same Job Service representative when placing a

job order, but 80% of them felt that it would be very

beneficial to their company's needs if it were possible to

speak with the same person each time they called. Several

employers emphasized this need for consistency in their
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dealings with the Job Service and additionally recommended

that Job Service personnel visit employers' operations in

order to gain a better knowledge of their firm's needs and

working environment.

All employers were asked to respond to a series of

questions regarding their knowledge and/or use of Job Service

activities and the effectiveness of the services provided.

Once again, the most striking result is that knowledge about

and awareness of Job Service activities is relatively limited

among the State's employers. The two services most frequent-

ly known about and used were the placement activities and the

TJTO programs. Of the other programs, while some respondents

do report knowing about them, not many report using them.

Several employers commented that their lack of awareness of

the Job Service and its programs did not permit them to

respond to this question, and the data strongly suggest that

this absence of. awareness was one of the most important

failings in Job Service operations. Many stated that Job

Service had a definite need to publicize its programs more

extensively, especially to new businesses coming into the

State and one.employer commented that he had not se--, any

update or information regarding Job Service's progrars

last three years (with the exception of the

programs which are being highly publicized in an egtoLL

market the EVJTA).
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The Job Service was rated as very effective to adequate

by 38 of 186 employers. While this seems quite low, it is

important to note that fully 61% of the employers either did

not know how they would rate the Job Service (this rating was

evenly distributed across all industry types) or had no

opinion at all. Of interest was the fact that of those who

had rated the Job Service, 44% rated it adequate, 43% rated

if effective or very effective, and only 13% rated it

inadequate. Small and moderate size firms were more likely

to rate the Job Service as adequate (52% of each), while

large firms (55%) were more likely to rate it as effective or

very effective.

Thirty-six percent (68 oi 186) of the employers surveyed

would recommend the use of Job Service to other employers and

10% would recommend use of the Job Service with some reserva-

tions. oray 7% would not recommend the use of the Job

Service. Significantly, 47% of the employers surveyed either

didn't know if they would recommend Job Service or had no

opinion. There appeared to be few variations when comparing

the results of these two questions. The majority of those

responding positively about the effectiveness of the Job

Service also responded positively regarding their recommenda-

tion of the Job Service.

At the conclusion of this questionnaire, employers were

asked to provide their opinion about employment and training

activities beyond simply the services provided by the Job
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Service. Once again, what stands out is the very limited

knowledge of employers about these activities. This suggests

it is not only the Job Service, but, additionally, alI

aspects of employment and training services about which

employtas have very limited knowledge. Only 9% of the

employers surveyed were members of a JSEC committee, 10% were

members of their local PIC. Fourteen percent reported that

their company was involved in JTPA training programs. Of

those employers who had used the Job Service, 41% reported

not being members of a JSEC committee and 57% had never heard

of it. PIC membership was reported at 75% among those who

had used Job Service.

There was also a significant relationship between the

use of Job Service and use of JTPA programs. Twenty-seven

percent of those employers who haa used Job Service also had

been involved in JTPA training, while only 6% of those that

had not used the Job Service reported similar involvement.

It is interesting to note that, among all employers, 21%

reported in favor of expanding public sector training

activities, but 51% did not express any opinion at all on

this question. However, when choosing employment and

training activities that employers wished to see expanded,

respondents chose public-funded training activities over all

others (52%

it was especially enlightening, given the fact that one

frequently hears much criticism in the media of the "poor"
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Maryland business climate, that while only five respondents

rated the State's business climate "poor," six respondents

rated it "excellent," 79 thought it "good," and 57 found it

"fair." Quite clearly, the data suggest that the State's

employers feel much more favorably about the Maryland

business climate than popular wisdom suggests. This would

certainly seem to suggest that while the State still has some

work to do in this area, that may involve image building

s much as it does significant policy change.

Finally, it is interesting to note the responses to the

item that deals with employers' opinions toward the co-loca-

tion of Unemployment Insurance and Employment Service

offices. Once again, the data seem both to contradict

popular belief and to illustrate further the reality that

many employers are either not well informed ab ut Job Service

activities or alternatively lack strong feelings about them.

Eighteen percent of the respondents indicated that they

favored physical separation of the two offices while only 12%

opposed it. Perhaps, most significantly, however, 69% either

didn't know or had no opinion about the issue.

In summary, what stands out very clearly from this data

is the apparent lack of awareness by Maryland employers of

the services offered by the Job Service. This general

conclusion of the existence of an information or awareness

gap with regard to the Job Service and its activities on the

part of Maryland employers certainly complements the pres-
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sions t t were obtained through site visits. Numerous Job

Service staff in several different offices indicated their

personal frustration about the lack of awareness by many of

the employers who they hope to serve and extend the services

f the Job Service. The survey data certainly confirmed

the accuracy of these expressed frustrations.
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Total Respondents
Sample -186

Company Part_pf_larser
Organization

Yes
No

TARIX 1
Respause Frequency Distributian

of Employer Perspective of
Job SeL4ice

42 23
142 77

Indystry_Types
Services 53 29

N
Size of Workforce at_Facility

0-50
51-100
101-150
151-200
201-250
251-300
301-400
401-500
501+
Variable

100
14
10
7

4
2

5
4

4

55

4
2

1

1
2

15
2

Retail Trade 30 17 Percentage of Wor_ rs Classified_as:
Maaufacturing 23 13
Government, Public 16 9 Professional, Techaical,
Administration Managerial
Construction 15 8 OZ . 27 n/a
Wholesale Trade 12 7 1-25 67 n/a
Finance, Insurance, 10 6 26-50 38 n/a
Real Estate 51-75 23 n/a
Agriculture, Fishiag, 8 1 76-100 29 nia
Forestry
Transportatio Commun_ - 8 1 C1ecaL/Seice
tions, Utility OZ 44 n/a
Mining 2 1 1-25 93 n/a
Non-Profit 2 1 26-50 30 n/a
Other 3 2 51-75 9

n/a
76-100 7 n/aLen tis_imeLocatiod

0-10 Years
11-20 Years
21-40 Years
31-40 Years
41-50 Years
50-100 Years
100 +

74 43
34 20
20 12
9 5

10 6

17 10
9 5

Anticipate_Change in Emcloyees
Number Next Year

Yes
No
Don't Know

Emmloyee Number chan

38 21
119 64
28 15

Skilled
0%
1-25
26-50
51-75
76-100

Semi-Skil _d
0%
1-25
26-50
51-75
76-100

Unskilled
Last Year OZ-

Yes 36 20 1-25
No 149 00 26-50

51-75
76-100

71

74

92
45
?2

14
10

95
54
2,
10

121
47i=

a/a
n/a
n/a
d/a
n/a

n/a
n/a
n/a
n/a
n/a

n/a
a/a
n/a
n/a
n/a



Pertentase of Workers
Classified as:

Other
02
1-25
26-50
51-75
76-100

Job Service Office Li -1Y
Choice
Eastpoint
Eutaw St.
Salisbury
College Park
Wheaton
Tawson
Annapolis
Glen Burnie
Easton
Frederick
Westminster
Ocean City
Chestertown
Crisfield
Snow R1T1
Leonardtown
Don't Know

Useful if Job Service
Office Closer
Yes
NO
Don't Know

ted with Job Service

Yes
No
Don'

Most Common Salary Level
minimum wage
$3.50 - $4.00
$4.50 - $5.50

176 n/a $6.00 - $8.00
5 n/a MOO - $10.00
1 u/a $10.00 and above
0 n/a Don't Know

1 n/a
How Often Used Job Service
ance a year
2-10 times/yr.

3

10
3

1
4

3
5

1

3

1
1

1

1

2
6

2

1
2

2

3
1

2

1
1

1

1

At least once/month
More frequently than once
a month

Use of Job Service
Sporadic with no particular
pattern
Seasonally determined
Evenly spaced throughout
the year
Determined by contractual
agreements

2 1 laced Promotiv by

1 1 Serv_ce
Yes1 1

137 77 No
Don't Know

Ta1ked with Same Service
16 9 Eepresentative

110 60 Yes

57 31 .No

-Don't Know

Helpful if Same Represent 7

66 36 time Available

111 60 Yes

9 5 No
Don't

If 2

9 14
22 33
15 23
12 18
3 5

3 5
2 3

26 41
27 43
8 13
2 3

55

6

5

1

53
4

10

31
14
20

79
6

15

48

22
31

53 80
5

10 15
Job Tvves_Listed
Clerical 31 47
Professional, etc. 14 21 Job Service Helpfu
Other Service 13 20 Filline Vacancies
Material Handler 13 20 Yes 41
Machine Trades 11 17 No 15
Sales 7 11 Don't Know 9

Domestic 3 12
Other 8 12
Structural Work Job Service WaS_AdViSed of
Transportation
Benchwork

8
5

Annlicant
40Yes

Farm, Forestry 1 2
NO 6

Processing 2 3
Don't Know 17

72

63

23
14

64
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N %
Plannin to Use Job Occupations Not Willing to
Servce Agaia List

Tes .33 49 P7;77saional 19 n/aNo 2 3 Other 4 n/a
Don't Kaow 33 49 Sales 3 n/a

Machine Trades 1 n/a
Whv Used_Job Service Other Service 2 n/a

Needed employees 17 n/a
Other various reasons 17 n/a
Add'I recruitment 11 pia
Convenient 13 n/a
Cost savings 7 n/a
Fed. contract obligation 8 a/a
Best source available 10 n/a
Oaly source known 4 n/a
Temporary help 1 n/a

Occupations Company Will
List

clerical 30 n/a
Other service 23 n/a
Other 23 a/a
Professional 8 n/a
Domestic 6 n/a
Sales 6 u/a

_Transportation 3 n/a
Meterials Hand er 4 n/a
Benchwork 1 a/a
Processing 2 n/a
Structural Worker 1 n/a
Non-exempt Status 1 m/a

S c- Kaowled e of and Use

Have
tsed

Are
Effective

Are not
Effective

Have
Knowled

Placement Activities Oaly 50 50 33 6

Testing (Vocational Aptitude) 46 10 7 5
Job Development 35 3 3 4
Oa- ite Placement 35 5 3 4

Joh Service Office Placi.ment 29 7 8 5
Job Find Club 19 3 3 3
Targeted Jobs Tax Credit (TJTC) 45 22 14 3

On-The-Job Tr Laing 38 11 7 1

Emergency Veterans Training 29 3 3 2

Other Training 21 2 3 2
JSEC Committee 16 6 5 2
Couaseliag 24 2 2 3
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EmoIovmant Service Rating
Very Effective
Effective
Adequate
Inadequate
Don't Know
NO Opiaiou

Plusses_in_Job Service
Convenient
Other
Good relationship with
local office
quick response to needs
Helps job seekers
Groundwork already done
Don't Know
No added fees
Disao-ointments with Job
Service

Poor screening before
referral
Unable to preform job
Lack of knowledge
Too large
People don't show for
interviews
Poor training programs
Policy &Lenges too
frequently
Other
Turnaround time prOblem
Su2 estions to Job Service
No suggestions
Promote services better
Screen referrals more
effectively
Upgrade criteria for
applicants/more skilled
applicants
Get better details from
employers
Better turnaround ttme
needed
Train better
Provide worker transport-
ation
Other

9

33
27
4

81
32

Z

5
IG
15
2

44
17

15 /a
13 u/a
7 u/a

7 u/a
4 u/a
4 n/a

18 n/a
5 n/a

12

13
3

2
2

n/a

n/a
n/a
n/a
n/a

1 n/a
2 n/a

9 n/e
10 n/a

n/a
20 n/a
15 n/a

7 u/a

n/a

2 n/a
1 n/a

n/a

Physicallv Separate Job

N z

Service_Office from
Unemp_lovment Office

34 18Favor separation
Oppose separation 23 12
Don't Know 97 52
No Opinion 3? 17

Compan Member of Job
Beryl-on Emolover
Committee agg'ET

15 9Yes
No 57 35
Lon't Know 27 17
Never heard of it 63 39

Compan Member of Private
Induatrv Council

16 10Yes
No 71 44
Don't Know 25 16
Never heard of it 49 30

Camoanv Lava ved ta JTPA
Training Pro:_ems

23 14Yes
No 96 57
Don't Know 23 14
Never hmard of it 26 16
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!fcti.vpnes ag Act

Poor Ade-
-uate

Effec-
rive

! Very

Effec-
ti

Don't Nissing
-o La

Job Training snip Aet 0 8 6 2 109

Vocational Education La Public Soho 7 13 14 6 83 63
Government Funding of On-The-Job 5 12 5 3 96 65

Training of New Employees

Community College Training (other than JTFA) 3 10 14 5 90 64

Training Under Former CETA Activities 12 13 4 1 92 63

Private Training SchoOls 2 9 12 0 84 67

Training Provided by Your Own Company
for Current Employees

5 13 25 16 61 66

Other (Please Specify) 0 2 2 0 67 115

Expand Publ. c Sector Trainin Recommend Job Service
_N_

Act v es Recommend Without Reservacion 21 11
Yes 39 21 Recommend 47 25
No 27 15 Recommend With Reservation 19 10
Maybe 25 13 Woad Not Recommend 12 7
Don't Know 54 29 No Opinion 86 46
No Opinion 41 22 Don't Know

harvland Business Climate
1 1

Training Activities Employer Rating
6 3

_ _

Wishes co See Expand Excellent
Training Activities through JTPA 6 10 Cood 79 43
Vocational Education in Public 22 36 Fair 57 31
Schools Poor 5 3
Government Funding of Om-The7Job 4 Don't Know 12 7
Training of New Employees No Opinion 27 15
Other 27 44
Private Training Schools 1 2

Training provided by own company 2 3
Pro ected Jeneficiaries From
Extanded Public Sector
Training Activities

Youth
Disadvantaged Populations
Laid Off Employees From Other
Companies (Unrelated Mnduarry)
Laid Off Employees Fram Other
Companies (Related Mndusrry)
Laid Off Employees From Your
Company
New Employees of Your Company
Current Employees of Your
Company

83
81 n a

n/a

55 nie

45 u/a
42 n/a

59

32
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Part V

the

Se tcrv e

A second important element of this study of the Maryland
State Job Service involved a survey of individuals seeking

employment through Job Service offices. A random sample of

approximately 330 active applicants and about 1000 inactive
applicants was ultimately chosen by a computerized random
search and selection process. This sample was drawn with the
assistance of riET staff from the complete applicant pool
listed with the Job Service. A sample was chosen for
each local office in a stratified random fashion, selecting
males and females and for ethnic code in proportion to that

office's proportion of the total State listings.

Telephone interviews were conducted by the research
staff over the Summer and during the early Fall, 1984.

Attempts were made to reach all 1330 persons on the sample

listing. The telephone interviewers were able to complete
only 100 interviews from this total sample, and then only

after repeated attempts to reach many of the individuals.
Most of the 1000 individuals listed as inactive could not be
reached at all. There were several reasons that account for
this: applicant did not have a telephone; applicant had
moved; telephone had been disconnected: inaccurate phone
numbers were listed with the Job Service; applicants claimed
that the wrong person was listed on the sample rolls.
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Table 2 presents a frequency distribution of the
responses of the respondents to each of items on the ques-
tionnaire (which is presented in Appendix II). Forty-three
males and fifty-seven females were interviewed. More than
one-half of the applicants interviewed were between 17 and 30
years old, reflecting the fact that unemployment is higher

among younger workers. Eighty-four of the applicants were
high school graduates, had had some college, or were college

graduates. Of this sample, 45 were employed when inter-
viewed; 55 reported still being unemployed at the time of the
nterview. Of the 45 who were employed, eight had located

their job through the aid of the Job Service.

A large proportion of the sample (44) had visited

Unemployment Insurance offices. While 39 of these persons
had heard about Job Service activities from Unemployment
Insurance personnel, only 13 reported having actually
registered with Job Service because it had been required of
them by unemployment insurance regulations. In response to
the series of questions about their use of the Job Service,
it would appear that at least 75% of the applicants had not
been told about many of the Job Service activities available
to them. In addition, an even larger percentage of the
applicants had not used the services, even when they knew of

their existence. The one service that appears most frequent-
ly utilized is the self-service microfiche listings. This
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finding suggests that increasing the self-service facilities

for job seekers would be a worthwhile effo-t.

Most applicants expressed the feeling that the Job

Service staff were professional and helpful, although fewer
felt that the staff seemed personally interested in them.

Seventy of the 100 applicants reported that they would
recommend Job Service, although, when they had first regis-

tered, only 35 had thought initially that the Job Service
would be able to help them locate a job. As noted above,

only eight of the 45 reporting that they were employed had
actually located their present position through Job Service
efforts. Of those still unemployed at the time of the
interview, 42 of the 55 reported that they would continue to
use the Job Service, even though 50% of them felt that there

were other, more effective, sources for locating employment.

Employed respondents reported that they had been
registered with the Job Service for about two to four months

before locating a job. At least one-third indicated that
they had taken a different type of job or had received
on-the-job training. One-fourth of employed respondents

reported having taken a cut in pay in their new job.

Over one-half of the still employed respondents reported

having been listed with Job Service over twelve months. They

were, for the most part, still wiling to enter training, join
a job search workshop, take a different type of job, or take
a cut in pay. These results suggest that it might be
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worthwhile to consider a call-back system for applicants who
listed a significantly long period of time with Job Service
in order to assess their job-ready status and offer addi-

tional services.

These results detail an important picture of applicant

use of and needs from the Job Service. Significantly, almost

one-half of the respondents cited lack of training and a lack
of job skills as important barriers to reemployment.

One-third reported that a lack of appropriate education, the
need for increased job finding skills, former wages that were
too high, and age as additional significant barriers. When
comparing these responses to the small number of persons who
had been appraised of job search workshops, vocational
counseling, and training programs, it would appear that the
Job service has a definite need to increase public awareness
of its activities; a need that was voiced by the employees of
the Job Service, and alluded to in the results of the

employer questionnaire.

Analyses were conducted comparing the experiences of
those who are employed and those unemployed, as well as
determining service to applicants based on otfler factors.

These results did not indicate any significant differences in
perception of Job Service activity, in attitude towards the

Job Service, or in the use applicants made of the Job Service
services offered to them. However, when combined with the

information obtained from the survey of the employer communi-
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ty, the results do f-T-zrther enhance our understanding of the
Job Service and its ao-4-ivities as perceived by its users. In
this regard they certinly serve to reinforce the conclusion
that significant steEs must be taken to enhance public
awareness cf and undertanding of Job Service activities.
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TABLE 2

Frequency Distribution of
Employment Service Client Queseionnaire Responses

Number

Sex

of Respondents: 100

Veterans
43 Male 21 Yes
57 Female 79 No

Race
Educational Level_63 White 4 Eighth grade or less36 Black 12 Ninth to eleventh gradel Other 60 High school graduate
18 Some college
6 College graduate

IsA2.
41
22

17-25
26-30

Persons ift Househo d12 31-35 27 1-2
10 36-40 49 3-4
6 41-45 19 5-6
8 46 and over

1 7-8
1 9-10
1 10 or more

Now Employed
45 Yes
55 No Own home

35 Yes
63 No

Located resent J.g b throu h Service

How_long owned

8 Yes
33 No

Size of Job Service office visited

one week - six months
2 six months - one year
5 one - three years

20
3 four - six years

15 Small 4 six - ten years
22 Medium

5 ten - fifteen years17 Large 3 fifteen - twenty years25 Largest 2 twenty or more years
1 Unknown

8 4



Renting
15
14
4

House
Apartment
Room

How long renting
3 six months or less
5 six months - one year
7 one - two years

13 two or more years

Sold House
1 Yes

56 No

Live w
32
32
6

5

2

Assist
44
17
11
11
10
5

3

2

th

Spouse and children
Other immediate family
Friend
another family
Other family members

nce used
Unemployment Insurance
Food stamps
Fuel assistance
Medicaid
Welfare
Aid to Families with

Dependent Children
Emergency shelter
Other

What barrieTs to ermiamIL
46

Lack of training44
34
33
33
30
27
23

22
16
15
12
6

Lack knowledge - job skills
The economy
Lack of education
Transportation
Lack job-finding skills
Former wages toolligh
Age
Teo much experience
Personal appearance
Expect call-back fro- layoff
Office politics
Other

82

20
76 No

a t.atus chan ed since unemplo ed

Why registered with Job Eervice
13 Required by Unemployment Insurance
32 Recommended by someone
7 It was free
1 Wife or husband recommended
1 Recommended by last employer

42 Other

How heard about the_Em.lo entSe,iee
14 Friends
39 Unemployment Insurance personnel
8 Family members
2 Empkoyer

15 Knew about it
8 Advertisements
7 Didn't know
5 Other

begPrP- regtering
24 one - two weeks
4 three- four weeks
2 five - six weeks
3 six - eight weeks
4 over eight weeks

three - four months
9 four - six months

26 over six months
15 don't know/unsure

Seen pr9mptl at Job Service o fice
69 Yes
26 No

How lone had do wait
10 20-3- minutes
11 30 - 60 minutes
5 1 - 2 hours'
7 over two hours
5 den't remember



48 Yes
46 No
5 Don't remember

How many there, theufirst time
45 0-10
20 11-20
10 21-30
5 31-40
0 41-50
6 50 or more

23
15
21
18
11

o ten went ro Service in
he last_ nine months_

once
twice
3-4 times
five or more times
unsure

f didn't go, called about jobs
23 Yes
66 No
1 Don't remember

How
5

4
4
11
1

75

Job
66
27

ten called
once
twice
3-4 times
over 4 times
unsure
Not Applicable

Service referrals or interviews
Yes
No

Times sent on interviews b

26

18
13

7

5

Job Service in last year

once
twice
3-4 times
5-6 times
over six times

83

Would liked to have had 'ob
53 Yes
17 No

Job seemed appivriafe
49 Yes
17 No
2 Unsure

LITL-manintervi
47 0 - 2
16 3 - 5
4 6 - 10

How man
64
1

1

these held s
0 2

3 - 4
more than five

Service o

TyRo o_ job looking _for
7 piofissional, technical,

managerial
26 clerical
9 sales
5 domestic
11 other service worker
2 processing
8 machine trades
4 benchwork
3 structural worker
3 motor, freight, transp.
3 package/materials handler
6 other

11 any
1 unsure

Job looking for same as job
before unemployed

61 Yes
29 No

3 Both



What was "ob before unem lo ed

4
4
1

13

2

2

3

3

3

1

5

Had trainin
15

13

professional, techni a
sales
domestic
other serv Ce worker
farm
processing
machine trades
structural worker
other
varied
N/A

to -erform different
Yes
No

Did register for jobs other than
first choice

34 Yes
60 No

What
6

9

2

3

1

1

1

3

8

1

other job choices
clerical
sales
domestic
service
farm
benchwork
structural
package handler
other
any
N/A

Have had_training for_these
19 Yes
12 No

Job Service offered
mgrl, 20 mostly clerical

5 mostly sales
1 mostly domestic

14 mostly service worker
I mostly processing
8 mostly machine trades
3 mostly structural worker
1 mostly motor fteight
9 mostly package/materials handler

15 mostly other types
16 shown only what I asked for

84

8 7

What were salaries like for above jobs
45 Minimum wage
27 around $4 to $5 per hour
5 around $6 to $8 per hour
1 more than $8 per hour

13 don't know
4 varied

N/A - no jobs o::ered

Was this wage acceptable
50 Yes
31 No

Why respondent believes employers list
jobs with the Service

12 Only minimum wage jobs
7 Only when they must by law
7 Only when there is no other way
1 Only when company doesn't have

its own personnel offiae
1 Only when non-union jobs open

14 Only with low-level, entry jobs
60 Unsure

Former employer used Job Service
17 Yes
49 No
25 Don't know



ices
YES

vodional =Ina& ling_ 15
voMonal testim_ g 13
trotiing- prograWs 32
Joky Finders 10
joly location assi___stance 9
reLagion assistance 9
veterms prograW, . .............23
Naonal Job Bank../interstate........13
job service listir=ags (microfiche)...39
employer recruitrat 2.nt days 5

Ha1,ased other 2rviccs b Service
USED

vocoiona1eounseing 3
vocaimal testin- 6

trallicg programs ..... 6
JOb Finders Club.,

job location assiammtance 3

relcluaon assista-nce. ... . ...2
votonns programa. ........... . . ....5
Nati.loal Job Bangn interstate. . 3

Job service

eoPlAyer recruitme- -tat days............0

DON'T REZSMBER
2

3

1

89 1

7 13
8.4 1

51 3
91

EFFECTIVE?
DIEHIQT YES NO
9e

9

191

96
91
94.

96:
75;
99+

Cha cteristics of eo le at Job _Service office
YES No,

11 91 --r
angt1 8 91
heltzrfol 64 LS
cold 14 85
int noted in you 68 213

borq4 26 72
ablq to answer que t ions 89 7

weLly-mannered 92 e

S21.22Lg222.2.117= to be rofess nal
63 es
9 To

25 Some yes , ante no
2 tio opinion

85

2 1

4 2

3 3

1 1
1 2

1 1

5 0
2 1

10 10
0 0



How do you rate the JoTh Ser
17 1 (lowe_
15 2
34 3

20 4
11 5 (highest)

Job Service would beftm
17
20
27
16
19

Would
62
28
8

Not very
Very little
Unsure
Somewhat he1pfur-1
Very helpful

he -ervice
Yes
No

With reservatLos

QUESTIONS FOR CURRENTL EMPLOYED
RESPONDENTS

How lqns worked at this 'oh
13 1 week - 2 monthr-os
10 2 - 4 months
9 4 - 6 months
5 6 - 12 months
9 longer than 12 mw...months

ECind_ofindustry_
2 government/publi.=.,c utilities
1 agriculture/forez=stry/fishing
3 construction

10 manufacturing
2 transportation, c=ommunication,

utilities
wholesale trade
retail trade

3 finance
15 services

Kind of work performed now
4 professional
8 clerical
5 sales
1 domestic

13 service
8 machine trades
2 structural worker
2 motor transport
2 package handler
1 other

How many hour.
8 10-25
6 26-39

27 40-5e
5 Aver 50

-eek work

Kind of work erformed in last
6 professional
7 clerical
4 sales
0 domestic
11 service
7 machine trade
2 structural worker
1 motor transport
1 other
6 N/A

How many hours worked then
2 10-25
4 26-39
27 40-5-
4 50 or more
1 6 hrs/day (part-time)
1 8 hrs/day (part-time)

What was rate of av
7 minimum wage
6 $3.50 - 4.50

10 4.00 - 6.00
7 6.01 8.00

5 8.01 - 10.00
3 over 10.00



Belon ed tO v-union
8 Yes

33 No

Ho n- listtited with Se vice before
fi,ndin,l_ job

7 1 week - 1 month
19 2 - 4 m=nonths
6 4 - 6_M=nonths
3 6 - 12 months
4 more thrman twelve months

Employed Res=nondent willing

Relocate
Enter a tralauting program
Work part-timume
join a job fL-_ild club
take a differ--ent type of job
take on-the--j*ob training
cake a cut in pay
take any avgi: lable job

Would re±iste 2=r a in with Job Se
39 Yes
5 No

Previously

Ygl---17715--

Did
TT-----N15--

17 28 1 39
37 8 4 36
31 13 9 31
34 11 0 40
40 '5 15 25
42 3 11 29
17 55 10 29
22 23 9 31

job Service ian effective source of fa s
34 Yes
9 No

Know of other sources of "obs
33 Yes
L2 No

0 family
4 friend9
3 self
5 ads - TV-- - news
6 other
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CURRENTLY UNENPLOEP RESPONDENTS

1 government/publicutili Las
4 agriculture, forestry, fishL Tlz=2
4 ralning
2 construction

11 manufacturing
1 wholesale trade

lo retail trade
1 finance, Insurance, real estate

18 services

Type_of work 4.1st erulors
7 professional, technical, magria1
5 sales
4 machine trades
3 clerical
3 processing
3 benchwork
2 motor freight, rransportati0n
2 package/materials handler
2 domestic

14 other service work
3 other

Hours_work - last employE8 10 --25
4 26 - 39
31 40 - 50

13 minimum wage
10 3.50 - 4.00
13 4.01 - 6.00
6 6.01 - 8.00
3 8.01 - 10.00
1 Over 10.00

Belonged to union
7 Yes

40 No

Time With Job Service
16 Over 12 months
12 6 -12 months
10 2 - 4 months
6 4 -6 months

ee-szt



EmEelatA_EamaacI2at_HiaLm_Sa:
Relocate
enter training program
work part time
join job find club
take differenr type job
take on-the-job training
take a cut in pay
take any job available

Will continue to use
42 Yes
10 No

ob Service

Know other sources -f .42

41 Yes
13 No

Previously

H2.11-27111-3--

'tes

Now
Willin

Yea 44----- ..-- Unsure No
18 35 '2:21 3 27
49 4 4-4-8 2 3
38 15 3 85 3 1240 12 3 ZB 3 8
48 5 4.-5 9 452 1 4 _9 1 2
29 20 2_3 4 14
28 25 2z 3 4 24

Other sources considered more effe tive than jab Svice
26 Yes
10 No
3 Unsure



Part VI

Job Service Sal

It goes without saying that salary is a major factor in

attracting and keeping talented employees. One factor said
to contribute to Job Service morale and motivation problems,
as well as serving as a deterrent to recruiting more highly
skilled staff, is the salary structure for Job Service
employees. In order to assess the accuracy of that belief an

attempt has been made to compare the newly revised DET salary

schedule with pay plans for similarly qualified employees in
other government jurisdictions, and with the pay scales of

teachers and principals.

It should be emphasized at the outset that top level
DET officials have been very aware of and extremely concerned
about the salary lag of their employees. Recognizing this,
DET officials proposed to the Legislature and received from
it a substantial program of salary increases and the upgrad-
j.ng of Job Service employees across the board. The exten-
iveness of these increases can be seen by comparing the
i.gures found in the third and fourth columns of Table 3.

_he salary levels discussed -in the text of this section do
ze:eflect the new (FY 1986) base salaries for each DET position
Ctliscussed. For illustrative purposes, we have looked closely
samt one major suburban county within the state. Where
=)ossible, we matched minimum qualifications, the inclusion of
upervisory duties where appropriate, the length of time to
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reach maximum base salary within a particular category as
well as promotional issues and pay raises due to cost of

living indexing. Table 3 provides a brief tabular presenta-
tion of the results of this investigation, which in turn,

discussed in more detail in the narrative that follows.

The lowest level entry position into Job Service is
classified as an "Employment Security Specialist Trainee."
The minimum qualifications for this position are either a
B.A. degree or a high school diploma or equivalent with one
years experience as an Employment Service (ES) Associate II.
The ES trainee level may be considered a paraprofessional or

preprofessional level position. Base starting salary for
1985-86 is $14,022. Salary after five years is $ 7,982. An

equivalent position in county government in terms of minimum

qualifications and job description is one entitled "Personnel
Assistant." In a typical suburban government jurisdiction,
the starting salary for this job is about $15,700 with an
increase to $19,483 after a five-year period. These two
positions, therefore, maintain the same relative salary pace
over time, but with the county position paying about $1,500
more. Private employment agency salaries obviously vary.
One private agency contacted, however, reported that its
entry level position required a BA with no experience and the
starting salary was between $ 6 000-$18,000, depending upon

individual qualifications. This agency suggested that such
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salaries are considered fairly standard throughout the

industry for entry level positions.

The second level of Job Service employee is the Employ-

ment Security Specialist I (ES I). At present, the minimum

qualifications for this position are one year's experience as
an ES trainee or equivalent work in the employment security
administration. This, too, is considered an entry level

position and similar to that of a county government's Person-
nel Analyst I (for which a BA is required). The base salary
range for an ES I is $15,041 rising to $19,316 after five
years. The Personnel Analyst I position begins at $18,612.50
rising to $23,526.04 during the same time period.

DET's Counselor I position is similar in salary struc-
ture to the ES I position. For this position, a BA plus
three graduate credits in appropriate course work and
relevant experience or an MA in an appropriate field is
required. The pay scale is similar to the ES I level,
$15,000 to $19,000 after five years. In the public schools,

a beginning teacher may start at $16,000 rising to $19,000
after five years. A trained counselor, however, usually with
an M.A. similar to that required for the Counselor I posi-
tion, starts (assuming no prior teaching experience) at
$17,219.25 and rises to $21,264.17 after the same five-year
period, but this is for a 10-month appointment. Private
employment agencies report that an entry level equivalent
position to the ES I position would require a B.A. 4- two
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years appropriate expo ien=e, and that salaries would begin
at around $20,000.

The next two higher 3c=)]b Service position classifications
are the Employment Seourit Specialist II (ES II) and III
(ES III). Approximately t=1)fte same nay scale is also assigned

to Employment ServiceRepretmsentatives I and II (ESR I and
ESR II). Minimum °Italia_ cations for the ES II position are

one year as an ES I or equiralent; for an ES III, one year as
an ES II or equivalea. Th. ESR I must have one year as a ES
I or a B.A. and two years e=cperience in the field; ESR II's
must have one year u an ESR I or a B.A. and three years

relevant experience. Startng salaries for these positions

are: ES II and ESR I.-$16,68 to $21,206 after six years; ES
III and ESR II - $17,04 to $22,842 after six years.

Personnel Analyst II, iersonnel Technician II, or Per-
sonnel Specialist II are comparable positions in local

Maryland jurisdictions to tt"=e ES II, ES III, ESR I, and ESR
II positions. Salaries (10ased on 1985 figures for similarly

qualified persons) vary sigrr_ificantly from a starting salary
of $19,837 rising to $23,73 -8 after three years to a starting

salary of $25,976 rising t $29,256 after six years. Some
government jurisdictions rfport even higher salaries after
six years service. The sign-=..-ficance of this variance is even
greater than it first appeeEmrs since, for a majority of Job

Service employees, this clasification level is the one in



which they are likely to remain for the longest period of
time in their career in the Job Service.

Supervisory positions obviously provide far fewer job

openings in the Job Service than the previous non-supervisory

job classifications that have been discussed. Nevertheless,
they are critical to the effective functioning of the Job
Service. The lowest supervisory position, an ES IV, has a
base salary of $18,736 rising to $24,602 after six years.

Minimum qualifications for this position include one year as
a ES II or III or as an ESR I. Considered "lead workers,"

individuals in these positions often may supervise a section
of officer workers. A comparable county-level position, a

Personnel Analyst II in one jurisdiction examined, required a
B.A. plus four years of relevant experience. The starfing

salary for this position was $27,200 rising to $33,952 after
five years. A department chairperson in a school system, a

position with similar supervisory duties with a B.A. plus
four years experience, for example, would begin at about

$20 000 and after five years, to up to a minimum of $25,000
for a p-month contract.

The initial formally designated Job Service supervisory

positions are classified as E.S. Supervisor I and II.

Minimum qualifications include a B.A. and four years manage-
ment experience or an M.A. and three years experience.

Salary levels begin at $20,179 (ES Supervisor I) and $21,732

(ES Supervisor II) and rise to $26,502 and $28,552, respec-
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tively, after slx years. Private agency salaries for indivi-
duals with comparable responsibilities are reported to be
higher, but no specific figures were available.

Top managerial level positions are somewhat more
difficult to compare and assess. DET has designated their
office manager classification as Office Manager (OM) I, II
and III. Classification of these is determined by the size,

workforce, and workload of the local office. OM I's manage

the smaller Job Service offi es. The base salary level for
an OM I is $21,732 and rises to $28,552 after six years.

Minimum qualifications include five years experience above
trainee and at least one year of supervisory experience. The
Office Manager III position has a base salary of $25,227 that
rises to $33,135 after six years. A similar position in
terms of minimum qualifications and duties in a local

jurisdiction in that of Personal Analyst IV. The base salary
for this job is $31,057 and it rises t $38,777 after five
years. Public school salaries obviously vary greatly, but in
one suburban school district, an assistant principal of a
high school (M.A. 4- 10 years experience, for example) begins
at $30,000. Principals in a small school would also start at
$30,000 while pincipals in large schools might start at
$33,000, $8,000 higher than the beginning salary of the
manager of a Job Service office who would be responsible for

overseeing a comparable number of professionals.
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In sum, the leadership of DET i deserving of much
praise for its recognition of a major gap in the earnings of
Job Service personnel and its success in taking a very
significant first step in closing this gap during the

past year. Nevertheless, it seems evident that still more
needs to be done. While the new base salaries of lower level

Job Service employees have been improved, and are now more

consistent with similarly qualified emp1oyees in other areas,

as staff move up the grade and salary scale and into mana-

gerial positions, they do begin to lose ground to employees
who hold comparable positions in other kinds of organiza-
tions.
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Table 3

SELECTED BASE SALARIES OF SELECTED EMPLOVENT
AND COMPARABLE REPRESENTATIVE

ERVICE P SITIONS
JOIS

4 1985-19 YRSJOB TITLE MINIMUM QUALIFICATIONS MIN IN MAX TO
MAX

E.S. Trainee B.A. or H.S. + lyr
as E.S. Assoc.

12,651 14 022 17,982 5

.Personnel
Assistant

H.S. + 2 yrs. clerical
or technical wozk

15 702 19,843 5

E.S. I B.A. or H.S. + lyr.
as E.S. trainee

13,482 15041 19,316

"Private B.A. - no experience na 16, 000 - 18,000 s artAgency

Beginning B.A. na 15, 989 19,0 6Teacher (1 0. month salary)

DET B.A. + 3 credits/ 13,482 15, 041 19,316 5Counselor I 1 yr. as E.S. Tr.
+ 2 yrs. exp. OR M.A.

Private B.A. + 2 yrs. exp. na 20, 000 - 23,000 startAgency

-Personnel B.A. experience) na 12 23,525 5Analyst I

E.S II & B.A. 2 yrs. exp. 14,462 16,=L68 21,206 6ESR I

E.S. III 1 yr. E.S.II 15 546 17,e4204 22,842 6

BSR II B A. + 3 yrs. exp. /1

Teacher B.A. + 2 yrs. na 17,40 22,071 5

Personnel B.A. + 2 yrs. exp. na 23,26 29,678 5Analyst II
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-Personnel Technician II (g-v't)

Anne Arundel gov't equiv.

Howard gov't equiv.

Montgomery gov't equiv.

na .

na

na

na

19,837

24,082

21,731

25,976

23,738

31,599

28,501

-!9.623

3

11

6

22

(Supervisory positions)

E.S. IV 1 yr. ESII/II1 or 16,734 18,736 24,602
ESP T

Personnel B.A. 4 yrs. exp. na 27,200 33,952Analyst III
(gov't)

E.S. Supv. B.A. 4 yrs. manag. 18,015 20,179 26,502 6OR
M.A. -I- 3 yrs. manag.

E.S. Superv.
II 19,402 21,732 28 552 6

Private agency 28,000 -- 35,000 start

(Managerial ositionS)

Personnel B.A. 6 yrs. exp. na 31,057 38,777 5Analyst III (incl. 2 yrs. supvr.)

Office Manager
5 yrs. above trainee
(1 yr. supervisory) 19,402 21,732 28,552 6

II 6 yrs above trainee
(1 yr. supervisory) 20,896 23,413 30,751 6

III 6 yrs. prof. exp.
(2 yrs. supervisory) 22,512 25,227 33,135 6

Principal and Assistant Principals - seeSalary Caescriptive narrative
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Part VII
Job Service Activities in
Other Selected Localities

One oE the several goals of this research effort was to
explore to some modest degree Job Service reform activities
going on An other states. The proximity of the research
staff to th.. Washington, D.C. office of the T.J.S. Department

of Labor sugggested that it would be a relatively easy task to

obtain such information. from Federal officials. In fact,

that was nt=it the case as the combination of reorganization,
decentraliztion of authority to the states, severe reduc-
tions in fs=roe and the like had gone a long way to decrease
Federal off Lcials' awarness of the msot current policies
being pursud by the various states.

As a consequence, brief visits were made to four
states. Onm of the four states, Florida, stood out from the
others in t_laat it appeared to be engaged in the most compre-

hensive of e±forts at reforming its Job Service. Thus, in

this part 0± this report, we shall briefly describe various
of the ac i-uities under way in that state. We shall then
turn to a bm.ief examination of the British Job Service which
has undergon a major restructuring and revitalization during
the past si-c years- While in Britain on other business, one

of the two snior authoxs of this study was able to spend
several days examining the impact of those reform efforts and
that is repo=-ted on in the second half of this section.
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FLORIDA JOB SERVICE

Historically, the Florida State Employment Service was

not regarded as an especially progressive Or The past

decade has witnessed some major efforts to bring about change

in the overall image of the State's employment setvice. This

effort appears to be largely .ehe result of two factors.

First, while Florida has historically been a stte that has

experienced considerable growth, the past ten to twenty years

have been a period of very rapid growth, populatiotn expansion

and economic development. Second, the current governor of

Florida, Bob Graham, has, during the course of the seven

years in which he has held that office, placed mtLch emphasis

upon encouraging the Employment Service to empIasize both

coordination with other related organizations arid expanded

outreach.

In order to obtain a clearer understanding of the manner

in which these goals of enhanced coordination and improved

outreach had been carried out and implemented at the local

level, a series of visits were made to various local Employ-

ment Service offices in the metropolitan Tampa area. Ttmt

city was chosen both because it is roughly comparable to the

metropolitan Baltimore area in size and also because its

economic base is among the more diversified of citlies of that

size in the state of Florida with a substantial working and

middle-class population involved in industrial activity.

What follows is a description of the most notable character-
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istiCsof the Florida Jc=113 Service operation observed in the

course of visiting ofices and meeting with staff and a

discUssion of the sloe unique coordination and outreach

activities that take plazmce.

Operations

ate Job Service ixLu Florida is one of several operating

divisias of the State's= Department of Employment, Training,

and Labor. Because of the state's size, both in'terms of

geography and populationm, the Employment Service is organized

into a number of reg_Tions. Each region is headed by a

regional adminisl;rator az_rid it is to this individual that the

heads ofthe major office:es within the region report. Each of

the managEms of the fotxr major employment service of ices in

the fmr county Tampa-- -st. Petersburg region report to the

RegionIV manager. In turn, each manager of the major

officesis likely to haveee the heads of two or three satellite

officesreporting to hims,fher.

Inmost instances, irUndividual employment service offices

funationindependently c=f other agency offices. This is a

relatively new developmeg=nt, in that, until about five or six

years ago, most eMploglement service offices were co-located

with Unemployment Insurar=ace offices. The movement away from

co-locatlon was actualilly initiated by the Unemployment

Insuramce division of theEm department and was done for two

reasonm firstly, to facilitate the centralization of UI

operaUon into a single acDffice for ease of operations in each
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metropolitan area; and, secondly, in order to eliminate the

task of finding increasingly larger office space for the

co-located Ul and Employment Service offices. In such

offices as continued to be co-located, however, the two were

maintained_ _as, distinct entities, often in separate .office

space that was located next door to each other.

The local employment service offices that were visited

were, in each instance, found to be located in fairly new and

spacious faCilities. The floors were carpeted, with the

quality ranging from acceptable to good. There was enough

space between desks to give individuals seeking assistance a

sense of at least a modest degree of orivacy. The general

lience was far from luxurious, and much -f the office

furniture showed considerable wear and tear; nevertheless,

there was a general aura of neatness, openness, and lightness

that made the physical experience of visiting the office an

acceptably pleasant activity.

One significant, factor contributing to the general

pleasantness of the ambiance, of these offices was the level

of automation which .has been implemented in the Florida

Employment Service offices. While these offices are not,

despite their characterization as such by the office mana-

gers, paperless, most paper records have been eliminated.

Consequently, one does not see the large number of file

cabinets and other makeshift record-holding facilities that

one frequently sees in Marvland State Employment Service
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offices. The absence of such equipment seems to --iave a more

significant effect than one might expect in makng for an
attractive environment in the office.

The computerized record-keeping System that i responsi-

ble for this absence of file cases has been in effect in

Florida Employment Service offices for the lat eighteen

months. The data taken from clients smking empJr_oyment and

employers wishing to list jobs is still taken 0= a printed

form which is filled out by an employment se=vice staff

member. On the same day that it is takm, however this data

is entered into a statewide computer system that is= housed in

the state capital, Tallahassee. In order to ensure the

accuracy of the data entry process, -the paper torms which

have been completed are kept on file for one week=, and then

they are disoarcld. Each night, the data that is entered

into the system is analyzed at the central c=cmnputer in

Tallahassee, and the next morning local offi=-.es receive

printouts which match and rank individual cand_idates for

available jobs.

The information in the printout includes sev-ral items

of data about the company and the positionthat it -is seeking

to fill, as well as training and work experience rwmcords for

each of the candidates which the computer has mached with

the job. Staff members then review the informatioi provided

in the printout, double checking in somecases to eanswxe the

accuracy of the matching which has occurred. They then seek
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to contact the indivich:als wh se names have been suggested.

In the large majority of cases, the individuals who have been

suggested are not readily reachable by telephone and are

consequently sent a form letter the same day indicating the

availability of the position, and inviting them to contact

the local employment service office to obtain more detailed

information. This letter also contains the name of the

employer.

Extended Outreach

A nuMber of initiatives have been undertaker. ln the last

several

Service.

years to expand the outreach of

Many of these involve activities

consequence

tions, and,

of enhanced coordination with

consequently, will be described

the Florida Job

developed as a

other organiza-

in the section

that follows. Among the most notable of these outreach

activities has been the opening of a number of small satel-

lite, offices which are operated under the jurisdiction of

each of the major local offices. Other activities have

involved the undertaking of significant public relations

initiatives designed to call greater public attention to the

operation of the Job Service.

Certainly, the most significant effort that expanded

outreach for the Job Service in Florida has involved is the

policy of opening small, neighborhood-based satellite

offices. Thus, for example, the mid-town Tampa office of the

Job Service, which is roughly equivalent for that city to the

104

107



Eutaw Street office of the Maryland State Employment Service,

has three satellite offices, with plans underway for a

fourth. These satellite offices have from three to ten

individuals staffing them. The largest is almost entirely

sponsored by the local service delivery area (SDA). Space is

provided by the local PIC and the staff members who operate

it are funded through a subcontract with the local SDA.

Another of the satellite offices operates out of space which

has been provided to the Employment service by local govern-

ment.

Other forms of outreach have been develnped in addition

to the satellite offices. For example, each of the oity's

two large vocational training institutions have had an

employment service staff member outposted to them on a

permanent basis to provide various Job Service activities.

Mechanized outreach, in the form of a client-operated

computer terminal, provides both general career information,

as well as access to non-employer identified job listings and

have been set up in the local university and community

college.

The two primary public relations activities that have

been engaged in by the Job Service involved Employment Week

and the Professional Placement Network. Employment Week is

an annual event which is sponsored jointly by the Job

Service, the Chamber of Commerce, and the PIC. Employment

Week involves the carrying out of a concentrated set of
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activities during one single week of the summer designed to

attract attention to the Job Service and the services that it

provides to individuals. It involves activities ranging

from the issuance of a proclamation by the mayor to the

carrying out of job fairs, the presentation of public

interest television spots, and the provision in the media of

public interest stories. The Professional Placement Network

is an experimental program in which local job service offices

have begun to collect the resumes of professionals seeking

employment. Each month a newsletter is sent to 2,000 local

businesses which includes condensed sample resumes of these

professionals who hav registered with the Job Service.

These employers are also sent a monthly bulletin which is

produced jointly by the Employment Service and the local

service delivery area which talks about major developments

involving the area, employer needs, and Job Service activi-

ties.

A final outreach activity being carried out by the Job

Service involved the development of the "account executive"

system - a regular employment service staff person who has

been given the special task working only on the needs of a

specifically designated group of employers who are heavy

users of the local Job Service office. These "account

executives" become familiar with each of the companies for

whom they have responsibility and, as a result, are better

able to as ist these companies in finding employment service
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clients to meet exactly the specific skill needs of the

company in question.

Coordination Activities

Each of the Job Service offices visited engaged in

fairly extensive networking of coordinated activities with

other local public and private organizations. These activi-

ties resulted in joint program efforts with the State

Corrections Department, local governments, local aging

agency, and the American Association of Retired People. The

primary focus of the coordination activities carried out by

these employment service offices, however, was the local

service delivery area and PIC. These efforts took a variety

of forms ranging from collaborative planning efforts and

regular meetings, to formal contractual arrangements.

Planning activities focused primarily around the development

of the annual plan that is produced by each local Job Service

office. While the plan is an internally developed document,

considerable consultation with PIC members and SDA staff

occurs in its preparation. In addition, it is required that,

before the plan is submitted by the local office to the

regional administrator, it must be signed off by the major of

the city as well as several PIC members. One page of the

plan is specifically designated as a place where the com-

ments, suggestions, and criticisms of the individuals who

have signed off are to be included as the plan is sent

forward to the regional and state administrators. In
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addition to that, coordination takes place throughout the

planning process, and there is, at a minimum, a monthly

meeting between the heads of the regions' SDAs and the

employment service regional administrator.

Each local Job Service office seems to be involved in a

number of coordinative activities which have resulted in

their having on site additional staff who are funded by other

organizations. In a Job Service office in an area where

there is a high concentration of senior citizens, for

example, there is one half-time staff member funded by the

American Association of Retired Persons, and another half-

time staff member funded by the County Aging Office who are

specialists in the employment needs of senior citizens. As

has been noted above, the largest satellite office of Tampa

Employment Service office is co-located in the offices of the

Tampa PIC in downtown Tampa, and is staffed by ten individu-

als who are funded out of a contract between the PIC and the

Employment Service. In addition to providing local employ-

ment service activities in that particular office, these

individuals also have the responsibility for developing

all the on-the-job training activities that are undertaken by

the Tampa SDA. Other staff in local government service

offices are funded .through the WIN program to provide

services to AFDC recipients and by the state correction

agency to provide services to parolees.
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GREAT BRITAIN

The serl.lces that are provided for jointly by the

U.S. Dep rtment of Labor and individual state employment and

training agencies in cooperation with local service delivery

areas are, in Great Britain, administered by the Manpower

Services Commission (MSC). The MSC was created in Great

Britain about eight years ago as part of an effort to reform

the administration of the nation's employment and labor

services by lessening somewhat Civil Service control and

bringing a greater degree of private sector involvement into

the shaping of policy for these services. This was accom-

plished by transferring responsibility for the agency that

provides and manages such services from a cabinet secretary

to a commission composed of high ranking, private sector

business figures. Thus, while still maintained as a govern-

ment program administered by government employees, the MSC

provided a vehicle for having a high degree of private sector

involvement in the shaping of the broad policies which the

government pursued in areas of employment, training, unem-

ployment insurance, and the like.

The employment service, as it ope ated in great Britain

prior to the establishment of the MSC, looked remarkably like

the employment service as it currently operates in the State

of Maryland. This was especially true in terms of the

physical appearance of the employment service. Most employ-

ment service offic s in the United Kingdom were co-located
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with the Unemployment Insurance offices, most often being

housed in old and dreary looking facilities. Moreover, the

employment service function was frequently dominated by the

Unemployment insurance activity. consequently, many Britons

looked upon the country's employment service as simply an

organization with which you had to deal while you were

receiving your unemployment checks.

In order to improve the image of the employment service,

the MSC undertook a number of actions. The first of these

was physically to separate the unemployment insurance offices

from the employment service offices. As this was being

carried out, the unemployment insurance offices were being

centralized so that even large cities would generally have

only a single unemployment insurance office. At the same

time, the employment service offices were being greatly

decentralized. Thus, for example, in the case of the

nation's largest city, London, where there had been a half

dozen employment service offices, the number of offices was

expanded to nearly 40. At the same time that the number of

offices were being expanded significantly, the actual

fucntions to be carried out in these individual offices were,

in fact, reduced. Two major areas in which the activities of

the local employment service offices were reduced involved

first the function of taking job orders and second, the

distribution of information to clients about new job orders.

The latter was dealt with by structuring the employment
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service functions in such a way that all job orders would be

placed at one of two central locations within the city of

London.

In so far as its Job Service activities, the Manpower

Services Commission followed two complimentary strategies.

First, 't decided to move to the simplest form of labor

exchange services and second, it committed itself to

upgrading dramatically the number and quality of offices

available to potential clients. The former was done by

eliminating the prior requirement that information about

clients be recorded and kept on file for subsequent matching

of individuals and jobs. As conceived and implemented by the

MSC, the new Job Service offices would be simply places where

individuals who were seeking jobs came to find out informa-

tion about those jobs. No longer would the staff at the

Employment Service seek out individuals to fill jobs.

The second policy change involved the vast expansion of

the number of Job Service offices along with the coinci-

dent significant reduction in the size of the staff sta-

tioned at these offices and the equally significant upgrading

of the quality of the facilities. A lively, uniform color

scheme was adopted for all offices, modern furniture ac-

quired, and central main street office locations were chosen.
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Part,V7II

Orgriizationan4 Policy Recommendations

for the Maryland State Job Service

Writing the recommendatinns section for a report of this

sort is, in a sense, a very pleasant experience for external

consultants. Unlike agency administrators, external consul-

tants are not bound by State personnel systems, extant

leases, and tight budgets. Rather, external consultants can

be guided by their own personal vision of what represents the

best of all possible arrangements. Nevertheless; regardless

of how good the recommendations, the Maryland Job Service

cannot be taken apart and put back together again in such a

way as to make everything possible all at once.

The result of this is that some of the recommendations

made here are much more likely to be rapidly implemented than

others. In part, this is because some recommendations

involve program changes that everyone agrees are needed

immediately. In other cases, recommendat ons will require a

long time and much effort to implement, In some instances,

events over which agency heads and program managers have no

control will either make change inevitable or preclude rapid

movement in one or another direction.

The difficulty and complexity of implementing the

recommendations of a study of this type are readily evident

by looking at the results of a similar effort that took place

almost twenty years ago at the Federal level. In 1966, the
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current Secretary of State George C. Schultz, then the Dean

of the Graduate School of Business at the Univ-rsity of

Chicago, chaired a U S. Department of Labor Advisory Panel

on the future of the Employment Service. The first two

recommendations of this study represent quite different and,

in a sense, almost typical cases in point insofar as success

in implementation. The first recommendation has been

partially implemented through various means. The second

Schultz recommendation was not implemented in Maryland and

certainly bears a striking resemblance to the first recommen-

dation of this report. The two recommendations were:

Recommendation 1. The mission of the Service
should be clarified by revision of the Wagner-
Peyser Act to emphasize its role as a comprehensive
manpower service agency rather than just a labor
exchange.

Recommendation 2. Separate the Employment Service
from the Unemployment Insurance Service at all
levels as a means of strengthening administration;
remove the stigma of "the unemployment office;" and
establish the Service as an agency with a positive
mission.

are aware that some of the recommendations which

follow may be a bit controversial; others less so. In each

case, however, they represent the best judgment of the

research staff. We are also aware that the Department of

Employment and Training has already begun to implement

several of the recommendations that follow. In certain

instances, the Department had begun to do so simultaneously

with the commissioning of this study. In others the need
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to take action became evident as the study progressed. We

vigorously applaud the Department for the actions that it has

already taken, and encourage them to consider the implement-t-

tion of all of the proposals which follow.

1. Se arate the Job Service from UI 0 erations. In order

to give the Job Service greater visibility and a more

positive image in the eyes of employers, the agency should be

administered separately from the Unemployment Insurance

Program. This separation should be both physical (separate

offices) and organizational (separate line of command).

2. Break u- lar-e centralized offices. As rapidly as

possible, the large offices, especially those found in the

Baltimore metropolitan area, should be replaced by several

smaller, more conveniently located and more personalized

offices. These offices should be located where they are more

easily accessible to employers and job seekers alike. The

optimal locations will be in the heart of the community that

the office is designed to serve, in a highly visible loca-

tion, and readily accessible to both walk-in and drive-in

traffic.

3. Im rove office decor. This should be done by installing

modern office furniture (especially in areas of client and

employer contact), regularly painting offices in non-institu-

tional colors, and the carrying out of any other steps
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necessary to make offices more attractive to employers and

applicants.

4. Prioritize enc missIons and ali staffin acc rdi

ly. The missions of the Job Service should he stated clearly

and in priority order, with the labor exchange function as

the top priority. Staffing should correspond to this priori-

tization.

5. Develo i- roved and u..raded care r ladders_ with

salaries commensurate with other state obs. The Job Service

loses many able employees who begin their careers in State

service with it and then find that opportunities for advance-

ment within it are not readily evident.

6. Continue to de trainin This should be an

especially high priority for interviewers and counselors.

Require ail new interviewers and counselors to attend

training within six months of being hired, with regularly-

scheduled retraining requir d in subsequent years.

Assi n em re.resentatives to s.ecific industries

em.loyers. Train Employer Representatives in marketing

techniques and have them learn in depth the skill needs of

the employers to whom they are assigned.

8. DeveloP_A_EZatem of planning that aor42inates at the

level the individual off ic
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9. Provide m re clerical su--ort with automated functi ns.

10. Run offices b ointment. Handle "walk-ins" to the

extent that i_ is feasible to do so with immediate assessment

of job-ready status and assign to a subsequent appointment

time.

11. Post local o eni s on ob board for clients to see. An

attractive job board can serve as a useful focus of interest

and attention for job seekers as well as providing an

important source of information and learning about job

opportunities.

12. Take -s nalize service to clients. Use

names, not numbers, or both but never numbers alone.

13. Require all 'obs

hours of recei-t.

osted in ob bank within -WO

14. C ntinue t- lement an- and au_o_ated Job Search.

15. Provide bi-annual training in DOT coding

required to use it.

those

16. Follow-up on placements one month later to_determine

whether client is working_Ea. Record and analyze results of

follow-ups to provide information on where improvements are

needed. This follo--up could be made the responsibility of

the Employment Reps.
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17. Applicants not placed should be contactepiodically

to determine their status. Those who have found jobs should

be removed from the applicant rolls.

18. Divide the caseload of each office amon - staff rather

than have each staff_person w kin i h the en licant

caseload. This division of labor could be along occupational

lines.

19. R- -u' e an Associate of Arts de.ree as the

educational re uirement for th osition of_E.S. Interviewer.

20. Develo more unif rm and lively olor scheme

Service office decor.

21. Develo a se

b

brochures that are visuall- live_

and simply_ writtpn that provide tips_on job seeking and

describe he serviceS rovided b the J b S rvice. A

separate series should be developed for applicants and

employers.

22. Job Service_staff should become more diversified and

abl assume an duties in the office as workload demands.

This would mean that all staff would be versed in some

minimal vocational counseling techniques.

23. Re.uire that Job Service che k work histories and

refe nces fo

erral.

licants before

117

ecommendin them



24. Allow State offices to use Job Service for hiring of new

staff members. This might be accomplished by mandating a

specified period of time for use of prior merit listings,

after which jobs become "public domain" and available for

referral through Job Service.

25. Utiliz Un

of disseminatin informati about and ublicizin the

Mar land Job Service. Currently, the Department of Employ-

ment and Training sends quarterly mailings to each of the

Stace's employers to notify them of their Unemployment

Insurance tax bill. Such mailings could serve as a very

useful vehicle for the dissemination of information about the

Job Service.

26. Increase the l vel of rof ssional training for all

individuals holding counselor positions. Currently, there

appears to be much variation in the level of background and

professional training possessed by individuals who hold

counselor-type positions in the Employment Service. Numerous

people in these positions have moved up through experience

gained at lower level positions. In a number of cases it

appears that these individuals had never received formal

training in areas like test administration, interpretation,

vocational counseling and the like. The Department should

make a special effort to provide both an in-service training

program for individuals currently in these positions and to
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ensure that staff who subsequently moved into these positions

have had the appropriate prior professional training.

27. Stricter standards of selection should be enf rced in

2.222intirpieositionofEmlaugnt Service
Specialist. Currently, it appears that virtually all

individuals who have served as Employment Service Trainees

for up to three years are automatically promoted to the

position of Employment Service Specialist. Effective

interviewing requires interpersonal skills, which not all

people may possess. An effective interviewer can facilitate

working with a client in the same way that an effective one

can greatly complicate the process of meeting the clients'

needs.

28. Several of the anuals which describe_ data enLEy=_ApA

re-art -ilation should be rewritten in such a fashion as

to make them less cora lex and difficult to read. Ease of use

of these manuals, and the consequent recording of data, could

be greatly improved by providing both more detail and

presenting the information in a clearer fashion.

29. s need_ to be taken to increase the clarit of

communication _about_ _Job _Service activity:= There are many

highly specialized, and sometimes quite .obscure, terms,

concepts and acronyms that are used by various of the staff

of the Job Service. This can make it very difficult for both

employers and job seekers as well as new staff members at the
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Job Suvice. T c= devel pm-=ent of a lexicon of Job Service

terminology, as tft.4 11 as a :brief descriptive overview of its

activities woUld be a use:; ful step in dealing with this

problm.

3 0 . Continue

Service em 1

positions. The Doepartment

this direction wit_21 its mos

still improvement_ needed

salaries oompetit lye with

comparable respons_abilities.

=ent e im rove th salaries of Job

1 those in mana erial level

has taken a significant step in

recent pay raises, but there is

n order to make Job Service

those of comparable jobs with

This is especially true in the

area of managerial level posiff-tions.
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Use of Private Employment Agencies
By AFDC/WIN Programs

The 1983 amendments to the Wagner-Peyser specifically

removed the prohibition on the use of private employment

agencies for the placement of registrants at public employ-

ment services. As of yet, no state has entered into a formal

arrangement with private employment agencies to provide

assistance in the placement of employment service regi-

strants. Maryland is currently considering entering into

such an arrangement and, as a consequence, research staff

undertook brief efforts to determine if there were any extant

programs that might provide analagous information about the

way in which such an arrangement might work.

Presently, two states, Pennsylvania and Texas, are using

private employment agencies to some extent to find employment

opportunities for welfare recipients. Both of these efforts

are WIN demonstrations operated by the State Welfare depart-

MentS. These programs are generally similar, with the most

significant similarity being that both programs use a voucher

system to pay for persons placed in employment.

Pennsylvania

In Pennsylvania, payment is made to either private

agencies (by voucher) or to the state employment agency (by

contract for a fixed amount) for the placement of welfare

recipients in jobs. The Pennsylvania Department of Public



Welfare program of payi g private rnployment aencies to
place welfare recipients in paid. empl(=Ylment begar= in 1979,
and now is funded annually at the 1ev1 of $1 milLion. The

program, called the "Private Emplov-rnent Agenc= Voucher
Program," is somewhat controversial, arxid there appars to be
some significant administrative prob-Lnis in th program
management. The program began initLlly as a way to get
General Assistance (GA) recipientr; of f. the welfare rolls and.
into paid employment, and the $1 rnillLczm was all f ram State

funds. It is now all or partially cori.i.dered a IN demon-
stration project, so some of the funcl , possibly --up to 90%

are now Federal. The program, while initially --For state

General Assistance recipients, now i also for AFDC re-

cipients.

Welfare applicants, at the time of applica ion, are

immediately referred to the state ernplornent servio (Office

of Employment Security, OES), which is gi_.ven 15 day to find

the person employment. If OES does not place thie person

within 15 days, the persor is referred loack to trit_ welfare

department for either direct placement, ,=)r given a vc=tucher to
use at a. private employment agency. cDSS may, at the same

a

time, continue to seek employment for tIi.is person, but they

no longer have the sole rights to secure a. placement

The voucher to the priNate agency iL.s; pod for 30 days.

The limit is necessary as I:fie Departmit has limit-- ed funds



( i.e" $1 million statewide) for this prog=am and cannot have

unlimited vouchers outstanding. The pr=gram while state-

wide, makes the greatest number of Llacemer=its in Philadelphia

and Allegheny counties. At the beginni_ng of the program,

therewas a placement success rate af56%. The success rate

has risen to

a job lasting

is presently

67% for the PEP progr421. Sucess is defined as

at least 10 consecutiVe weeks z The Federal GA0

conducting an audit of the program in Pitts-

burgh. It has been unofficially repcaed tlat it is reputed

to have found that about 70% to 80% cf th IT:private employment

agency p0.acements are not in the plAcment lpool of the state

job service. This is seen by -the De77partment of Public

Welfana as a significant finding whiA shcmo.ws that there is

not duplication of effort in using trle priveeate agencies.

There were approximately 2000 placeeaments through the

private employment agencies in Penr1SY1varat in FY ' 85 . The

payment to the private agencies iO ude n a case by case

basis and the job must be for 30 ot imrct hours per week.

There is some debate now within the we1far4 department on how

to set the fee schedule for the pivate agencies. It is

cur ently at a flat rate, although oay 4 g=nercentage is paid

if the person works less than 10 cOrlamtiv.T.7e weeks. Only a

small percentage of the employment aqedes in the state make

10 or more placements in a year. Ti percentage now is 10%

of gross actually earned to date if de PeJ._ son quits in less
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tan 10 weeRs. If the person works 10 consecutive weeks, the

private agency receives $1000. State welfare administrators

feel that there has been some abuse by private agencies and

the rules have been changed to guard against them. One

pmgram ath-ninistrator with experience with the program

cmmented that it does have a legitimate role in the place-

mmt of wel:Eare clients, but that it needs to be closely

mmitored aruiadministered.

Tms

The Texas program is smaller than than in Pennsylvania.

Unlike Pennylvania, clients are not sent first to the State

Employment Service and applicants do not have concurrent

listings witAamore than one placement source. Applicants are

listed e' her with the welfare department, a private employ-

ment agency, or with the State Employment Service. The

amount of the voucher, as in Pennsylvania, is dependent upon

hm long the p1acement lasts, but the amount is computed in a

different fashion. Private agencies receive $100 for the

placement, and $4.50 each day that the person remains

employed, up to 90 days or a maximum of $550.

Program Corxs-traints

There are two constraints which limit the activities of

these programs. First, both the Texas and Pennsylvania

programs operate with fixed sums of money, which limits the

number of placements that can be made. Second, there is the
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issue of who will par- for the plaumen.... The kinds of

placements that are like1.77( to be made through these programs

are those called APF (Ap-7olicant Pays Fee). m st jobs are in

the category EPF (Ernplo=er Pays Fee). A=cording to the

amendments t- the Wagnr-Peyser Act, priv,7ate employment

agencies can by reimbu=sed for plaCement of clients by

government funds only it he client is not cha_ged a fee.



Appendix B

Sample of Employer Questionnaire



CODE

Z.

Date

EMPLOYER QUESTIONNAIRE

is this conpaxiy part of a larger organization?
If yes, what rganizatie-on and where is its home

:f NO

office located?

none (CIRCLE BELOW) t
business interests:

AGRICULTURE, TIM-KING,
KIM
CONDUCTION
MANUFACTURING

TRMSPORTATION, CO-
MMIT ES

ndustry type which best identifies your company's

:7=--ORESTRY

IL-ATIONS,

Approximately how long 14.1=sas your comp

ry

WHOLESALE TRADE
RETAIL TRADE
FINANCE, INSLFRANCE, REAL SDIE

SERVICES
GOVERNMENT/PUBLIC ADMINFAIION

been at this location?

4, What Is the approximate m size of the t

ecc0 Located at this faxn_cility?

5. Whath the anoroali

PROFESSIONAL,

TECHNICAL, --
MANAGERIAL

CLERICal.
SKILLED
5 LLED
UNSKILLED

OTHER (SP Ean)

cc (including managerS achn41to_ _

percentage of e

0-25
oyees who an cln
25-50 50-75

ed as
7 5-100

6. Do you anticipate

site during

YES

that
the next 7

7. Has the number of

US

yofteltar company will
sr 7

NO

be changing its number of emp oyees et 0

0Y4IftWeS at your company changed
NO

. If rheanser to que9ioci eremx 6 or 7 was
extent of, and likely durammtion of the

yes, please
changes.

DON '7 KN

nificantly within Che ti
DON'T KNOW

hdi ace briefly

par?



9. Whicn Jab Service ca --uld your company bemt likely use to list vecancirisI

Do
CIRCLE DON'T OPRIA

10. Would you find it useful if there was a job service office 1==mcated closer to your compriq
YES NO

11. Has your company listed vancancieswi
(Job SerVice/Job Bank) withIn the lac

YES NO

If NO: Why __

If yES:

=.10N'T KNOW

h the Maryland State frmmnployment Service
two (2) pars?

1=I0N'T KNOW

A. Please indicate the approxima
listed with the State Employment S rvice b

two years:

PROFESSIONAL, ETC.
CLERICAL
SALES
DOMESTIC
OrHER SERVICE
FARM, FORESTRY

OTHER (SPECIFO

ob type- that you have
Sank) durtng the past

FROCESS%N.--,c
MACHINE r:MADES
BENCHWORK
STRUCtURA= WORKER
TRANSPORT-.ATION
biAXERIALZ littNDLER

ffiGLEIN!

B. Of those vsncancies that your tmmpany
level would you say was most cananon?

MINIMUM WAGE
$5.50 - $4.00
$4.50 - $5.50

vith the job service,

$6.00 - SEEE3.00
$8.00 $Eff.0.00
$10.00 & X2mLBOVE
DON'T KliC

_

;aLAry

C. How often would you say that your company haaused the Jahm". Service to help fill
vacant positions?

ONCE A YEAR
2 - 10 TIMES A YEAR

D. Is your company's use of che Job Service:

EVENLY SPACED THROUGHOUT THE YEAR
SPORADIC WITH NO PARTICULAR PATTERN
SEASONALLY DETERMINED
DETERMINED BY CONTRACTUALAGREEMENTS

AT I FAST ONCE A MONTH
-----MAJBE= FREQUENTLY THAN ONCE

A IMEONTH

E. When your company representative contrac naJoh Serviceme office, was he he able
to place the Joh order promptly?

YES NO DON . KNOW
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P. Arheri yez=usr company called the Job Service of=Eice, wasto epelmitic with the aroma individual each taarre-7
4fS NO

Would 1 ehelpful to you
dividoeme4 sich time?

Why OA - p a la

representative able

DON'T KNOW

if your company t.-,Tas able to speak ta the same

NO DON'T KNOW

he Job Service to list vaerscies in your company?

Z. was ttla ce office able to help yori
NO

you.-- economy adivise
ob Ser-='*eiele office?

Ara you planning to

l? NO: riot1

your vacancies?
DON'T SNP

the Job Service at Zhlre-s from referrals from the 2oca1

NO

use the job Servjc
NO

DON'T KNOW

hin the next year?
DON'T KNOW

1Jhich cc apAtIons would your c any be mosc -c.rilling to list -41th the ce

Which trcupeations u d your co
Job Servitetca ny absoLurey not be to lis the

Why?
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The Maryland State Employment Service provides a variety of eery tem designed to as-ist the
employer. Please indicate on the following list: a) those accivitia you know abov= ;
b) those activities you have actually used or requested; c) those your company has fr=ftand
useful and effective for your purposes; end d) those yourcompany ha= not found to bet

effective.

PLACEMENT ACTIVITIES ONLY

TESTING (VOCATIONAL APTITUDE)

JOB DEVELOPMENT

ONSITE PLACEMENT

JOB OFFICE PLACEMENT

JOB FIND CLUB

TARGETED JOBS TAX CREDIT (TJTC)

TRAINING

ONTHEJOB (OJT)

EMERGENCY VETERANS (EVJTA)

OTHER TRAINING

JSEC COMMITTEE

COUNSELING

OTHER (SPECIFY)

a) HAVE 0 HAVE
KNOWLEDGE USED

c) ARE
EFFECTIVE

13. In general, would you rate the Maryland State Employment Serilice as b -in (Circle

VERY EFFECTIVE EFFECTIVE ADEQUATE INADEQUATE DON'T K.TNOW

d) NOT
EFFECTIVE

Please indicate what your company con iders disapooincLngin its use -f am State Emppi-oyment Servi

15. Please indicate what your company considers plusses in its use of the State Employ-men.-= Service.

16. What suggestions would your company make to the State Employment ServtLce that would tre=ke it
more attractive for employers to utiline its service?

17. Do you think it would be advisable to physically separate the Job Ser%Tice office from che
Unemployment Insurance office? YES NO DON'T KNOW

18. Ia your company a member of the local Job Setrvice EmployerCommittee (-ISEC)7

YES NO NEVER HEARD OF IT MM'T KNOW

19. Is your company a member of che area Private 'ustr7 Council (PIC)?
YEE NO NM:ER HEAT:,

134

IT DON' KNOW



20. Has your company been Involved in any training programs initiated under the Job TrainingPartnership Act JTFA) programs?

YES NO NEVER HEARD op IT D N'T KNOW

21. Using the following scale, please rate the following training activities as to their
fectiveness based on your company's experience.

1. DON'T KNOW
2. POOR
3. ADEQUATE
4. EFFECTIVE
5. VERY EFFECTIVE

TRAINING A VITIES THROUGH JOB TRAINING PARTNERSHIP ACT (J A)-
VOCATIONAL EDUCATION IN THE PUBLIC SCHOOLS

GOVERNMENT FUNDING OF ON-THE-JOB TRAINING OF NEW EMPLOYEES

COMMUNITY COM-FGE TRAINING (OTHER THAN THROUGH JTPA)

TRAINING UNDER FORMER CETA ACTIVITIES

PRIVATE TRAINING SCHOOLS

TRAINING PROVIDED BY YOUR OWN COMPANY FOR CURRENT EMPLOYEES

_arHER ( PLEASE SPECIFY )

23. Do you feel there is a need for expanded public sector training activi ies?
YES NO MAYBE DON'T KNOW

24. Which, if an- of the training activities listed in question 22 would you
and whv? e to see expanded

Which of the following groups do you believe can benefit from expanded public sector training
activitiew? (CHECK ALL APPLICABLE CATEGORIES)

CURRENT EMPLOYEES OF YOUR COMPANY

NEW EMPLOYEES OF YOUR COMPANY

LAID OPP EMPLOYEES FROM YOUR OWN COMPANY

/AID OFF DEPLOYEES FROM OTHER COMPANIES RELATED INDUSTRY)

_IAID OFF EMPLOYEES FROM OTHER COMPANIES (UNRELATED INDUSTRY)

DISADVANTAGED POPULATIONS

YOUTH

26. What vould you recommend to other employers about using the Maryland S a e Employment Se e?
RECOMMEND WITHOUT RESERVATION

RECOMMEND---
RECOMMEND WITH RESERVATION

WOULD NOT RECOMMEND-
Please eXplain your choice:
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27. Do you have any additional comments or suggestions concerning things that can be done to improve
the services that the Maryland State Employment Service provides to employers and job seekers?

28. How would you race the business climate in the State of Maryland? (Circle One)

EXCELLENT GOOD FAIR POOR DON'T KNOW

29. Do you have any additional counents concerning things that the Department of Employment and Train
might do to improve the business climate in the State of Maryland?

30. Do you have any additional comments concerning things that the State of Maryland might do to
Improve the business climate in this state?

Thank you for your assistance. The following information is optional.
Title or Position of person answering the questionnaire:_

_ame of Company

Company Address

Please Return to: Dr. Allen Rosenbaum
M1PAR
University of Maryland Baltimore County
Catonsville, MD 21228

Please check here if you wish a copy of the I report.
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CLIENT IDENTIFICATION NO.

TIME R GUN: DATF

How did you hear about tne State Employment Service or the Job Service?

Was it from (may say "yes" to more than 1 choice):

1. friends

2. unemployment insurance personnel

3. family members

4. employer

5. knew about it

6. advertisements

7. didn't know

2. Wby did you register with the Job Se .ce? was it because (READ OICES)

I. it was required by unemployment insurance personnel

2. it was recommended by someone

3. i t was free

4. you wanted to use a special p ogram of the Job Service such as

counseling, veterans placement, or testing

5. your wife or husband told you to go there

6. it was recommended by your last employer

7. other (specify)

don't know/can't remember

Row long had you been unemployed be ore you registered with the Job Service?

1. 1-2 weeks

2. 3-4 weeks

3. 5-6 weeks
8. over 6 months

6. 3-4 months
fi

7. 4-6 months

6-8 weeks 9. don't know/not sure

over 8 weeks 10. don't remember

13



4. Did you register

1. yes

2. no

3. don't know

4. not applicable

e your unemployment insurance benefits ran out?

How long have you been registered with the Job Service?
7

1. 2-4 weeks

2. 4-6 weeks

6-8 weeks

4. 2-4 months

5. 4-6 months

6. over 6 months

7. don't know/not sure

We are interested in how you were treated at the Job Service office you went

to, and the way you were able to make use of the services of the Employment

offiee.

7. Were you seen promptly when you went to the Job Service ce?

1. yes

2. no

3. don't remember

(IF YES: GO TO #9 )

(IF NOT: CONTINUE)

How long did you have to wait?

1. 20-30 minutes

2. 30-60 minutes

3. 1-2 hours

4. over 2 hours

5. don't remember
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Were there a lot of people waiting to see interviewers at the Job Service

office when you went?

1. yes

2. no

3. don't remember

10. About how many would you say there were--at leas_ the first

11. Row often did you go to the Job Serv ce office in the last 9 months?

once

2. twice

3. 3-4 times

4. 5 or more times

5. nor sure/don't remember

If you didn't go in again after the first time, did you call the office

to ask about jobs after you had registered?

1. yes (IF YES: CONTINUE) 3. don't remember

no (IF NO: GO TO (/14)

About how often do you remember calling?

1. once

2. twIce

3. 3-4 times

4. over 4 times

5. don't know

(IF ANSWER TO 13 IS "ONCE" OR "TWICE" THFN CO

R TO 13 IS Orfint TN "3" OR "n" ThEN GO TO 15 )

6. not applicable (GO TO 15)

7. no answer (GO TO 15)
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14. Why didn't you go in again or call again?

Were vou given referrals by the Job Service to go for interviews or to

come to the Job Service office for interviews? (fill cut applications)

1. yes (IF YES CONTINUE)

2. no F NO: SKIP TO 0 21 )

16. How many times did the Job Service send you on interviews during the last year?

1. once 6. Don't remember

7. skip2. twice

3. 3-4 times

4. 5-6 times

5. over 6 times

17. Were these ncerviews for jobs you - uld have liked to have had? Explain.

1: yes 3. don't remember

2. no 4. skip

18. Were these interviews for jobs which seemed appropriate for you? Explain.

1. yes

2. no

3. don't remember

4. skip

19. How many of these interview referrals did you actually go to?
(IF ANSWER IS DON'T KNOW USE THE 0 99)

20. Pow many of these interviews were held at the Job Service office itself'
(IF THE ANSWER IS DON'T KNOW USE THE #99)
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21- What type of job were you looking for when you registered with the Job Service?

I am going to read a list job types. Tell me which of these it D TITLE)

1. professlonal, technical, managerial 8. machine trades

2. clerical 9. henchwork

3. sales 10_ Structural -KIt`

4. domestic 11. Motor, fre17-7.,-i- .ranspOrtatlon

5. -r service worker 12. package, mt-r_erials handler

6. farm. fore- -y. fishery 13. other (spezoify if can)

7. processing 14. any

22. Was the job you were looking

you became unemployed?

the same type as the job you had before

1. yes F YES: GO TO I' 26 )

2. no ( NO: CONTINUE)

3. both (CLIENT COULD WANT BOTH NEW TYPE OR OLD TYPE JOB - CONTINUE)

23. at was the last job you had before coming to the Job Service? (READ LIST FROM 1/21)

24. Why did you register for a different type of j b?

25. Had you had any specific training that will help you perform this differe _

job?

yes

2. no

(REMEMBER TRAINING PROGRAM QUESTIONS AT E _F QUESTIO A RE)

26. Did you register for any types of jobs in addition to the one you had had

before, or'other than your fi __ choice?

1. yes (IF YES GO TO #27 and #28)

2. no (IF NO: GO TO #29)
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27. What were your other job choices? (READ LIST FROM #21)

28. Had you had any training in any of these other job types?

1. yes (IF YES: GO TO # AND THEN RETURN TO #29)

2. no

29. Wben you talked wtth an interviewer at the Job Service office, what kinds

of jobs did the Service have to offer to you? Did they seem to be=

1. mo- ly professional and managerial 8, mostly machlne trades

2. mostly clerical

3. mo ly sales

mostly domestic

5. mostly servIce worker

9 mostly benchwork

10, mostly structural worker

11. mostly motor, freight transportation

12, mostly package, materials handler

6. mostly farm, forestry or fishery 13. mostly other types (specify if can)

mostly processing

30. What were the salaries like for the jobs

Were they:

1. minimum wage jobs (3.65/hr)

2. around 84 to 85/hour

3. around 56 to 58/hour

4. more than 58 hour

14. shown only what I asked for

that the Service had or offered to u?

5. don't know

6. varied

not applicable/no jobs offered

31. Was this wage, (USE ABOVE ANSVER IN B_ acceptable to you?

1. yes

2. no
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Why do you think that employers list jobs wth the Job Service:

(IF THE RESPONSE 'DON'T KNOW" TFEN ASK:)

Do you think that employers list jobs with the Job Service

1. Only when they are minimum wage lobs

2. Only when they must berause of the law

Only wh _ they can't fine anybody any other way

4. Only when the company doesn't have a personnel office

5. Only when the company has a non-union job to offer

6. Only when it is a low level, entry job

7. Other (specify)

33. Now do you think that the Job Service could get employers to list more

jobs with the Job Service? (open ended response)

34. Did your foer employer use the Job Service.- o list openings at the company?

1: yes

2. no

3. don know

35. Did the people at the Job Service office tell you about other services that

"they had to help you locate a job? I am going to read you a list of

different services that the Job Service has and I want you to tell me if

they were isentioned to you.

14 4
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1. vocational counseling

2. vocational testinp
a

3. training programs

4. Job Finders Club

5. lob location assis_ance

6. relocation assistance

7. veterans pio7ram

S. National Job Bank/interstate

9. Joh service lis s (microfiche)

10. employer recruitment days

( IT WS TO "C" TFEN ASK OUFSTIONS ABOUT TRAINING PRO(rA5 AT FIND OF 0 TIONN IRE)

YES NO DON'T R R

a,mEesr

36. Fave you used the Job Service for any services:other than to register

for Placement. 1 will read you a list of the services that they can give
you and would like for you to tell me if. you used them, did not use them,

and if you used it was it a holOnful service to you.

USFD DID NOT USE EFFECTIVF
1. vocational counse]ing

2. vocational te _ ng

3. training programs

4. Job Finders rlub

5. job location assistance

6. relocation assistance

7. veterans programs

8. National Job Rank/interstate

9. Job Service listings/microfiche

10. _mployer recruit ent days
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37. I would like to read you a list of personal characteristics that can tc
used to describe people. I would like to know if the people you talked
with at the Job Service office did or die not have these

characteristics.
nIn DID NOT1. friendly

2. angry

3. helpful

4. cold

5. interested in you

6. bored

7. able to answer questions

8. well-mannered

gmeasirsr=

.1=mmem.

38. Did the people you talked with appear to be what you would call a
"competent professional",

someone who knew his job and did it well?
1. yes

2. no

some yes, some no

no opinion

39. Pow would you rate the Job Service In its abi_ Ity to find you a job?
(ON A SCALE FROM 1 TO 5 WITT; 5 AS FIGP AA LITY

40. When you first went to (were referred to) the Job Service, how likely did
you think it was that they would help you find a job?
5 4

very sort of not at all sure probably very
opinion unlikely unlikely
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41. Would you refer someone with your employment background, or with your

kind of education --d skills to the Job Service?

1. yes

2. no

3. with reservations

42. Are you now employed?

1. yes (IF-YES: CONTINUE)

2. no (IF NO: SKIP TO #61

(EMPLOYED SECTION

43. How long have You worked at this

44. Where do you work? (name of employ

45. What kind of business or industry is' thIs employer involved in? I mean,

what do they make or do there)

1: agriculture, forestry, fishing retail trade

2. mining 8. finance, insurance, real estate

3. construct on 9. services

4. manufacturing 10. government/public administration

transportation, communications, utilities

wholeSale trade

46. What kjnd of work do you da there?

(CLASSIFY ACCORDING TO CATEGORIES LISTED IN #21)

47. How many hours do you work there no this per week, month?
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What type of work did you do in Your last job?

(CODE AS IN OUESTION 21-ASK FOR CLARIFICATION OF NOT SURE)

Who was your previous employer

50. How many hours did you work normally then _per day/week/month(CIF_-E)

51. What was your rate of pav? per hour/day/week/biweekly (CIRCLE)

52. Did you belong to a union then?

1. yes

2. no

53. Did you locate your present job through the Job Service?

1. yes

2. no

Flow long would you say you had been listed with the JOb 5erve before

you found a lob?

55. When you first registered with the Job Service, were you willing to:

1. relocate your hone

2. enter a training program

3. work part-time

join a j b find club

5. take a different type of

6. take on-thejob training

7. take a cut in pay

take any available job

j
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56. Did you, in fact, in order to take the job you now have

1. relocate your home

2. enter a training
program

3. work part-time

4, join a job find club

5. take a different type of job

6. take on-the-job traIning
7. take a cut in pay

8. take any available job

YES
NO

57. If you were to find yourself unemployed again, would you register withthe Job Service again? Why or why not.
1. yes

2. no

Is the Job Service an effective source of job
possibilities?yes

2. no

59. Are there other
sources you know about for finding new job5?

1. yes

2. no

60. What are these other places for finding new jobs?

(SKIP TO #
TO CONTINUE)
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(NOT EMPLOYED SECTION)

61. Who was your previous employer?

62. What kind of business or industry was this employer

what do they make or do there?)

1. agriculture, forestry, fishing

2. mining

3. cons trucron

4. manufacturing

5. transportation, communications, utilities

6. wholesale trade

ed an

7. retail trade

S. finance, insurance, real es

9. services

10. government public utilities

63. What kind of work did you do there?

(CODE AS IN OUESTION 21--ASK FOR CLARIFICATION IF NOT SURE)

64. How many hours did you work normally? er week/month (CIRC

a e

What was your rate of p per hour/day/week/b eekly (CIRCLE)

66. Did you belong to a union?

1. yes

2. no

67- Row long have you been registered w th the Job Service?



68. When you

14

registered wIth Job Service, were you will ng to

1. relocate your hove

2. enter a training program

3. work part-tive

4. join a job find club

5. take a different type of job

6. take on-the;lob training

7. take a cut in pay

8. take any available job

YES NO

"NE elms..,==m6

=J.

Elm

69. Since you are still unemployed at this crne. are you-now willini

YES NO

relocate your hove

2. enter a training program

3. work part-tive

4. join a job find club

5. take a different type of job

6. take on-the-job train ng

7. take a cut in pay

8. take any available job

=O. c

9e

SM.G F.7E =

NOT SURE NOT APPLICABT.

TjememIL

70. tVen though you have not found work, will you continue to use the Job
Service to help you locate a job?

1. yes

2. no

71. Are there other sources you know of to help find jobs.
1. yes

2, no
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72. Are these sources more effective than the Job Se

1. yes

2. no

or why not?

73. Many times individuals have difficulty locating a job when they become unemployed.

I am going to read you a list of possible reasons why you might have had

problems locating a job. Tell me which of these (and it can be more than one)

you felt created barriers to your coming reemployed.

1. transportation difficult es

2. lack of training

3. lack of education

4. too much experience and tjme on the job

5. former wages too high for new job

6. expected to be called back from layoff

7. lacked knowledge of skills needed for new job

lacked knowledge of how to go about finding a new jobresume wri

be

74.

10.

11.

12.

13,

4.

15.

16.

What

interview techniques, etc.

age

sex

race

appearance

the economy

politics politics, union

none of these

other (specify)

have you liked about using the Job

lItics,

Service?

etc.)

OPEN ENDED RESPONSE
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75. What have you disliked about using the Job Service?(OPEN ENDED RESPONSE)

I HAVE JUST A FEW MORE OUESTIONS I WOULD LIKE TO ASK YOU. THESE OUESTIONS

WILL HELP US TO USE YOUR ANSWERS MOST EFFECTIVELY IN DECIDING WHAT THE

JOB SERVICE IS ALL ABOUT.

76. In what year w re you bo

77. Are you currently=

1. Married

2. Widowed

3. Divorced

4. Separated

5. Never Married

78. Is your marital status different from what It was when you first became employed?

1. yes

2. no

79. How many persons altogether live in your house, :related to you ornol?

Be sure to include any persons who usually live here, but are away

temporarily. Do not in-lude college students away at college, persons

ioned away in the Armed Forces, or in inst ut ons. Do include yourself.

Are you a veteran?

1. yes (IF YES: ASK KOREAN WAR? OR VIE

2. no
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81. What was the highest grade in school that you _ini hed?

1. 0-8th grade

2. 9-11th grade

3. High School graduate

4. 1-3 years of college

S. College graduate or more

own your own home:

1. Yes (IF YES: CONTINUE)

2. no (IF NO: SKIP TO # 85 )

83. How long have you lived in this home?

84. What is your monthly mortgage payment?

(SKIP TO # " )

85. Are you currently renting

an apartment?

2. a house?

86. Do you live with

1. ahother family?

7. another member of your immediate family?

3. some other family member (e.g. aunt, cousin)? Who?

4. a friend or friends?

5. your immediate family ( spouse and children)

87. How long have you been renting?
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88. Did you have a house which you had to sell when you became unemployed?

1. yes

2. no

89. I am going to read you a list of programs which often help people who need

assistance of various kinds. Please tell me whether you have used any

of these during the past year?

1. food from a food bank

2. food stamps

3. fuel assistance

4. emergency shelter

5. Medicaid

6. Welfare

7. Aid to Families with Dependent Children

S. unemployment insurance benefits (checks)

9. other (specify

YES NO

THANK YOU VERY MUCH FOR YOUR PARTICIPATION IN OUR STUDY. THE ANSWERS YOU HAVE

GIVEN WILL BE KEPT CONFIDENTIAL AND WILL BE USED IN RESEARCH ONLY. AGAIN THANK

YOU VERY MUCH FOR YOUR TIME AND ASSISTANCE.
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*AS( ONLY IF ASWERS TO QUESTIONS IS YES******

YOU MENTIONED EARLIER THAT YOU HAD PARTICIPATED IN A TRAINING PROGRAM.

90. What vas the name of the training program that you cok?

91. Where was the program located?

(IF GET A DON'T KNOW RESPONSE USE ONE OF THE FOLLOWING PRO)PTS)

e.g. Special school, on the job training program, community college prog am

92. What job did the program train you for? In other words, what program were

you enrolled in?

93. Were you paid during training?

1. yes (IF YES: HOW MUCH?

2. no

/week)

94. Were you continuing to receive unemployment benefits while you were in

training?

1; yes (IF YESI DID TFESE BENEFITS INCLUDE EXTENDED BENEFITS OR FEDERAL
SUPPLEMENTARY FUNDS?

2. no

95. How long were y u unemployed before you began a training program?

1. 1-2 weeks 5. 2-3 months

2. 3-4 weeks 6. 4-6 months

3. 5-6 weeks 7. over 6 months

4. 6-8 weeks

96. After you were accepted for training, did you have to wait to begin the

program?

1. yes (IF YES: HOW LONG

2. no
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97. Had you heard about the training program from any other source than the

Job Service?

yes (IF YES: CONTINUE)

2. no (IF NO: RETU7N TO 00ESTIONNAIRE)

98. Was that source

1, a friend

2, an employer

3. another family member

4, knew of it

a co-worker

6. don't remember

7, not applicable



Appendix D

Supplemental Data Tables
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Table A

Frequency Distribution of Primary Company Type

Com-an T

Manufacturing

Wholesale-Retail

Cons ruction

Services

Government

Other

23

42

15

53

16

33

12.6 6

23.1

8.2

29.1

8 8

18.1

(miSsin

Table B

Frequency Distribution of Approximate
Workforce Size

categQry

Small, less

Moderate, 50

Large, over

than

to

500

50

500

108

46

28

59.3

25.3

15.4
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Table C

Distribution of Type of Industry as Determined
By the Size of the Workforce

PE Small
SIZE
oderate a e

Manufacturing 10 8 5

Wholesale-Retail 31 8 3

Construction 6 6 3

Services 33 11 8

Government 7 5 4

All Others 19 8 5

Table D

Distribution of Response to Question of Company
Involvement in Job Training Under JTPA Programs

By Primary Industry Type

YES NO
NEV R
HEARD

DON'T
KNOW

Manufacturing 5 12 3 3

Wholesale-Retail 6 21 6 5

Construction 0 7 2

Services 4 30 7

Government 2 7 1 2

All Others 2 17 5 4

N = 165
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Table E

Dis_ ibution of Response to Question of Company
Membership in the PIC as Determined

by Use of Job Service*

USED JS YES
NEVER
HE

DON'T
KNOW

YES

NO

DON'T KNOW

12

1

26

43

2

17

31

1

9

12

4

*p.01

Table F

Distribution of Response to Question of Company
Involvement in Job Training Under JTPA Programs

as Determined by Use of Job Service*

USED JS S NO
NEVER
HE

DON'T
OW

YES

NO

DON'T KNOW

17

6

0

12

3

9

16

1

9

10

4

*p<.01



Table G

Distribution of Response to Qstion of Company
Membership in a JSEC Committee as Determined

by Use of the Job Service*

USED JS YES NO
NEVER
HE--

DON'T
KNOW

YES

NO

DON'T KNOW

13

2

18

37

2

22

39

2

1

12

4

p.00l

Table H
Distribution of Response to Questiion of Separation of

Job Service Offices from UI Offices as Determined
by Use of the Job Service*

USED JS YES NO
DON'T
KNOW

YES

NO

17

17

14

7

32

60

p.001
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Table

Distribution of Response to Question About Change in Number
Employees Anticipated Next Year as Determ ned

by Primary Industry Type

'TYPE YES NO
DON'T
KNOW

Manufacturing 14 4

Wholesale-Retail 9 26 7

Construction 5 7 2

Services 8 34 11

Government 4 11

All Others 23

Table J
Distribution of Response to Question About

Use of the Job Service as Determined
by Primary Industry Type

YES NO
DON'T
KNOW

Manufacturing 14 8

Wholesale-Retail 12 30 0

Construction 5 8 2

Services 18 34

Government 3 11 2

All Others 12 19 2
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Table K

Distribution of Response to Effectiveness Rating of
the Job Service as Determined by the Approximate

Size of the Workforce*

SIZE
VERY

EFFECTI EFFECTIVE

RATING

INACEsUATE
DON'T
KNOWE UATE

Smal
less than 50 1 9 15 4 57

Moderate,
50 to 500 1 9 12 17

Large,
over 500 2 9 5

p<.001

Table L

Distribution of Response to Effectiveness Rating of the Job
Service as Determined by Use of Job Service by Employers*

USED JS
VERY

EFFECTIVE_ EFFECTIVE

RAT NG

INADE UATE
DON'T
KNOWADE UATE

YES

NO

DON'T KNOW

4

0

19

7

1

22

11

0

7

1

13

62

6

*p.001
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